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PREFACE 


The  behavioral  science  research  effort  reported  here  was  undertaken 
to  contribute  Information  for  use  along  with  that  from  several  research 
Investigations  and  other  sources  in  determining  Army  long-range  policy 
bearing  on  the  number  and  utilization  of  women  In  the  Army.  This  re- 
search Is  In  consonance  with  the  Army  five-year  research  plan  for 
exploring  the  role  of  women  In  the  Army. 

The  MAX  WAC  research  showed  that  the  number  of  %n>men  (up  to  3SZ)  had 
no  significant  effect  on  the  operational  capability  of  specific  Category 
II  and  III  company-size  units  as  measured  by  72-hour  Army  Training  and 
Evaluation  Programs  (ARTEP).  Extrapolation  of  results  (assuming  no 
impairment  for  an  enlisted  woman  content  of  35Z)  to  units  of  the  type 
Included  In  MAX  WAC  showed  that  the  Army  could  accept  up  to  6,000  more 
enlisted  women  than  In  the  then-current  assignment  planning.  The  REF 
WAC  results  Indicate  no  Impairment  of  performance  in  Category  II  and  III 
units  having  women  in  an  extended  field  exercise.  These  results  thus 
enhance  the  credibility  of  the  no-lmpalrment  finding  of  MAX  WAC. 

Neither  the  MAX  WAC  nor  REF  WAC  research  efforts  was  Intended  to 
provide  an  empirical  basis  for  objectively  establishing  an  upper  bound 
on  the  potential  number  of  women  In  support  units.  Both  efforts  have 
had  their  primary  focus  on  the  validation  of  TRADOC  unit  limits  for 
women . 

Both  the  MAX  WAC  and  REF  WAC  Investigations  have  provided  the  Army 
with  additional  data  (observations,  questionnaire  responses,  and,  for 
REF  WAC,  supervisory  ratings)  for  Insights  Into  the  evaluation  of 
the  role  of  women.  Two  major  conclusions  must  be  considered  by  policy- 
makers: 

a.  Contrary  to  opinions  of  many  who  extrapolated  from  their  experi- 
ence In  combat  and  extended  field  exercises  (that  did  not  Include 
observations  of  women),  women  did  sustain  themselves  In  the  field  and 
accomplish  MOS-related  duties  at  an  acceptable  level.  The  command 
channel,  from  NCO's  through  unit  commanders,  showed  a high  degree  of 
creativity  and  flexibility  In  utilizing  women  In  the  field.  Additional 
training  and  Indoctrination  are  still  needed  for  enlisted  women,  their 
male  peers,  and  their  supervisors. 

b.  A consensus  exists  among  unit  supervisors  that  several  factors 
should  be  considered  In  assigning  women  to  teams:  the  proportion  of 
women  In  the  MOS  and  teams,  the  strength  requirements  of  tasks,  and  the 
need  to  function  In  the  midst  of  combat  brigades  as  meBd>ers  of  special 
teams.  Such  considerations  could  place  further  constraints  on  the 
numbers  of  women  assignable  to  units,  over  and  above  those  limitations 
that  are  imposed  by  closing  some  MOS  to  women. 
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PART  I 


EXECUTIVE  SUMMARY 

WOMEN  CONTENT  IN  THE  ARMY-REFORGER  77  (REF  WAC  77) 


BACKGROUND;  Since  1972,  considerable  attention  has  been  directed  toward 
determining  the  Impact  of  expanding  the  role  of  women  In  the  Army.  In 
1975,  the  U.S.  Army  Training  and  Doctrine  Command  (TRADOC)  reviewed  unit 
structures  to  Identify  male  or  female  positions  which  could  be  filled 
Interchangeably  and  to  determine  the  maximum  number  of  women  who  can  be 
assigned  to  units  without  adversely  affecting  the  unit's  ability  to 
perform  Its  mission.  In  1976,  the  U.S.  Army  Research  Institute  for  the 
Behavioral  and  Social  Sciences  (ARI)  conducted  a research  effort  to 
determine  the  effect  on  mission  accomplishment  of  varying  the  percentage 
of  women  assigned  to  a unit.  This  effort,  known  as  MAX  WAC,  evaluated 
40  companies  of  five  combat  support/combat  service  svipport  types,  using 
ARTEP  scenarios  (72  hours  In  duration)  for  evaluation  of  group  perform- 
ance. The  percentage  of  controlled-flll  twice-tested  units  was  either 
0%  or  15X  for  the  Initial  ARTEP  and  either  15%  or  35%  for  a second  ARTEP 
six  months  later.  The  results  of  this  research  did  not  reveal  significant 
differences  In  unit  performance  over  the  limited  time  period.  The 
overall  Interpretation  of  both  performance  data  and  questionnaire 
responses  was  that  female  soldiers,  up  to  the  percent  tested  In  the  kind 
of  units  participating,  did  not  Impair  unit  performance  during  Intensive 
72-hour  field  exercises.  Unanswered  by  MAX  WAC  results  was  the  question 
of  the  Impact  of  women  on  unit  mission  accomplishment  In  a field  test  of 
extended  duration.  Accordingly  In  1977,  ARI  was  tasked  to  design  and 
conduct  research  to  evaluate  the  role  of  women  participating  In  REFORGER 
77.  The  results  are  presented  In  this  report. 


PURPOSE ; The  purpose  of  this  research  was  to  assess  the  Impact  of  female 
soldiers  assigned  to  representative  types  of  Category  II  and  III  units  on 
the  capability  of  a unit  to  perform  Its  mission  under  extended  field 
conditions . The  objective  was  to  provide  empirical  data  to  test  the 
hypotheses  that  there  will  be  no  difference  between  all-male  and  mixed 
gender  group  performance  and  no  difference  between  enlisted  female  and 
matched  enlisted  male  Individual  performance  that  would  Impair  unit 
performance. 


APPROACH ; Performance  was  evaluated  In  maintenance,  medical,  military 
police,  signal,  and  supply  and  transportation  units  during  their  partici- 
pation In  the  field  training  exercise  (FTX)  CARBON  EDGE.  The  REF  WAC 
research  design  revolved  around  the  requirement  for  comparability  of 
male  and  female  performance  data.  These  data  were  collected  on  a dalxy 
basis  from  unit  supervisors  by  Test  Directorate  NCO  data  collectors 
acquainted  with  the  soldiers  being  tracked;  through  observations  of 
group  and  Individual  performance  by  Independent  officer  evaluators  from 
the  Test  Directorate;  and  by  ARI  administration  of  questionnaires  to 
unit  personnel  before  and  after  the  FTX. 


The  Test  Directorate  consisted  of  50  personnel  organized  Into  ? 
headquarters  staff  and  five  teams,  one  for  each  type  of  unit.  Each  team 
consisted  of  a branch-qualified  team  chief  (LTC),  combat  arms  officer, 
female  officer,  and  branch-qualified  personnel,  the  team  officers 
collected  performance  ratings  on  both  ARTEP-type  group  events  and 
Soldier's  Manual-type  Individual  events  and  made  unstructured  observa- 
tions on  other  events  relevant  to  REF  WAC  objectives.  Since  the  research 
effort  was  directed  not  to  Interfere  with  the  FTX,  officer  evaluators 
were  required  to  select  target  of  opportunity  groups  for  evaluation. 

For  group  events,  officers  were  to  focus  on  events  more  likely  to  recur 
for  both  a female  or  mixed  group  and  for  one  or  more  matching  all-male 
group(s).  For  Individual  event  ratings,  officer  evaluators  were  to 
select,  for  each  enlisted  woman  on  whom  a rating  was  obtained,  an 
enlisted  man  performing  the  same  task.  All  performance  ratings  were 
made  on  a seven-point  scale. 


MAJOR  FINDINGS; 

The  presence  of  female  soldiers  on  REFORGER  77  did  not  Impair  the 
performance  of  combat  support  and  combat  service  support  units  observed 
when  unit  mission  was  defined  In  terms  of  the  REFORGER  77  scenario. 

Group  performance  ratings  during  the  first  and  last  periods  of  the 
exercise  showed  no  difference  between  all-male  and  mixed  groups. 

Although  mixed  groups  showed  a superiority  over  all-male  groups  during 
the  middle  period,  the  results  were  statistically  significant  for  only 
one  type  of  unit.  This  difference  did  not  hold  up  when  data  from  all 
units  were  considered.  Similarly,  there  were  no  consistent  patterns  of 
Individual  male  versus  female  performance  differences  over  the  entire 
exercise,  whether  the  tasks  performed  were  considered  as  a whole,  were 
divided  Into  common  and  unique  tasks,  or  occurred  In  high  stress  or  low 
stress  companies.  VIhen  dally  performance  ratings  by  supervisors  In  high 
stress  companies  were  considered  separately,  enlisted  women  Initially 
gave  a statistically  significant  poorer  performance  than  enlisted  men 
during  the  first  three  days  of  CARBON  EDGE  but  gained  equality  In 
performance  by  the  last  three  days  of  the  exercise.  Aggregated  sets  of 
Individual  and  group  performance  data  for  men  and  women  showed  a 
clear  upward  trend  over  time  from  the  first  three  days  to  the  last  four 
days  of  the  exercise.  Of  a total  of  20  computed  differences  over  time, 

15  showed  an  Increase,  four  remained  the  same  and  one  showed  a decrement. 
Thus  REF  WAC  results  provide  a basis  for  Increased  credibility  of  MAX 
WAC  findings,  l.e.,  no  difference  In  unit  performance  based  on  a 72-hour 
field  exercise. 

SUPPLEMENTARY  FINDINGS; 

- About  15Z  of  available  enlisted  men  and  29Z  of  the  enlisted  women  were 
not  deployable  from  CONUS  for  REFORCXR.  Percentages  were  about  the  same 
for  Europe-based  troops.  Of  those  nondeployables , 2Z  of  the  enlisted 
men  and  llZ  of  the  enlisted  women  were  nondeployable  for  personal 
reasons;  15Z  of  the  enlisted  men  and  12Z  of  the  enlisted  women  were 
nondeployable  for  administrative  reasons. 
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- The  percentage  of  enlisted  women  deploying  in  each  unit  (with  one 
exception)  was  just  under  10%. 

- Enlisted  women  were  proficient  in  MOS  tasks,  both  traditional  and 
nontradltlonal , and  demonstrated  Improvement  during  the  exercise.  Yet, 
there  was  considerable  concern  at  the  troop  level  as  to  the  capability  ^ 
of  female  soldiers  to  perform  many  of  the  critical  duties  of  their  MOS  in 
support  units. 

- Slightly  over  23%  (49  of  229)  of  the  enlisted  women  participating 
in  REFORGER  had  nontradltlonal  MOa  but  were  assigned  to  traditional 
duties  during  REFORGER. 

- Enlisted  women  did  not  perform  as  well  in  tactical  and  sustenance 
tasks  as  their  matched  male  counterparts.  None  of  the  women  observed 
was  the  product  of  the  new  basic  training. 

- With  respect  to  questionnaire  responses  concerning  how  well  enlisted 
women  performed  on  REFORGER  77,  enlisted  men  were  most  critical,  NCO's 
were  the  next  most  critical,  and  officers  were  least  critical  of  female 
performance , 

- The  performance  of  enlisted  women,  possibly  more  so  than  enlisted 
men,  was  affected  by  leadership  and  management  deficiencies  or  policies. 
Leadership  and  management  problems  were  widespread  and  appeared  to  be 
the  underlying  causes  of  many  problems  involving  women  who  were  observed 
in  REFORGER. 

- Considerable  and  widespread  bias  against  women  was  observed  in 
units,  most  significantly  among  first-line  supervisors.  The  reasons  most 
frequently  given  were  physical  strength  factors,  the  risk  of  exposing 
women  to  combat,  and  added  problems  in  hygiene,  sanitation,  and  billeting. 
AS  often  occurs  with  targets  of  bias,  women  as  a group  were  rated  poorly 
(questionnaire  responses),  whereas  they  were  rated  as  highly  as  their 
male  counterparts  when  rated  individually  (performance  observations). 

- Eighteen  out  of  89  MOS  considered  (98  MOS  were  in  the  MTOE's  of 

the  participating  units)  were  designated  as  being  physically  too  demanding 
for  women  by  30%  or  more  officers  or  NCO  supervisors. 

- A number  of  factors,^  in  addition  to  strength  requirements,  shaped 
the  opinions  of  unit  personnel  as  to  i^ere  enlisted  women  are  most 
appropriately  utilized. 

- Pretest  and  posttest  surveys  indicated  that  the  percentage  of 
enlisted  women  in  paygrades  E3  and  E4  was  higher  than  that  of  enlisted 
men  (81%  versus  70%).  Average  ages  were  essentially  the  same. for  men  and 
women  (21  years).  Enlisted  women  had  a higher  level  of  education  (97% 
versus  85%  with  high  school  or  above  on  the  posttest).  Fewer  enlisted 
women  than  men  were  married  (21%  versus  32%  on  the  posttest);  the  majority 
of  both  enlisted  men  and  women  never  had  been  married. 
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- Unit  officers  and  NCO  supervisors,  when  asked  to  distribute  hy- 
pothetical numbers  of  women  and  men  over  the  MOS  in  a company,  assigned 
the  personnel  to  MOS  on  the  basis  of  concentration,  proportionality  and 
suitability  factors.  When  women  or  men  constituted  a small  proportion 
of  personnel  to  be  assigned,  the  respondents  tended  to  concentrate  the 
women  in  the  least  physically  demanding  MOS  and  the  men  in  the  most 
physically  demanding  MOS.  As  the  number  of  women  increased,  women  were 
distributed  more  proportionally  throughout  the  set  of  MOS  except  in 
those  MOS  considered  more  suitable  for  men  because  they  required  working 
in  the  midst  of  combat  brigades.  Ihe  goal  of  concentrating  women  in 
less  physically  demanding  MOS  appeared  dominant  when  small  numbers  were 

to  be  distributed  but  less  dominant  as  the  mix  (male  and  female)  approached 
half  and  half. 

- While  unit  officers  and  NCO  supervisors  expressed  concern  regarding 
the  impact  of  women  on  unit  performance,  they  placed  much  greater 
Importance  on  other  factors  as  having  a comparatively  greater  effect  on 
mission  accomplishment. 


CONCLUSIONS;  Ihe  value  of  REF  WAC  results  is  limited  by  the  character- 
istics of  REFORGER  77:  the  number  of  enlisted  women  present,  existing 
weather  and  terrain  conditions,  and  the  kind  of  tasks  enlisted  women 
were  required  to  perform.  The  noninterference  rule  precluded  the  use  of 
standard  events  for  scoring  purposes.  Workloads  could  not  be  simulated 
where  natural  workloads  limited  observation  opportunities,  and  the 
variety  of  tasks  could  not  be  artificially  increased.  However,  REF  WAC 
results  provide  the  best  available  information  on  performance  of  enlisted 
women  in  an  extended  field  situation  and  provide  evidence  that  enlisted 
women  can  perform  their  MOS-related  duties  adequately  in  a REFORGER-type 
field  exercise.  Ihe  effort  has  served  to  clear  the  air  and  make  it 
possible  to  address,  openly  and  directly,  these  concerns  of  field  com- 
manders that  units  with  large  numbers  of  enlisted  women  may  have  a reduced 
combat  readiness  due  to  larger  numbers  of  nondeployable  personnel  and 
reduced  capability  to  perform  tactical  contingency  missions.  The  REF 
WAC  effort  is  one  of  many  contributions  to  policy  decisions  regarding 
the  use  of  women. 
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PART  II 


INTRODUCTION  AND  RESEARCH  METHODOLOGY 


1 . INTRODUCTION 


Since  1972,  considerable  attention  has  been  directed  toward  deter- 
mining the  Impact  of  expanding  the  role  of  women  In  the  Army.  In  1975 
at  the  request  of  the  Deputy  Chief  of  Staff  for  Personnel  (DCSPER),  the 
Training  and  Doctrine  Command  (TRADOC)  reviewed  unit  structures  to 
Identify  male,  female,  and  Interchangeable  positions  and  to  determine 
the  maximum  number  of  women  who  can  be  assigned  without  adversely 
affecting  the  capability  of  a unit  to  perform  Its  mission.  In  1975 
DCSPER  also  tasked  the  U.S.  Army  Research  Institute  for  the  Behavioral 
and  Social  Sciences  (ARI)  to  develop  and  conduct  a field  test  In  conjunc- 
tion with  the  U.S.  Army  Forces  Command  (FORSCMl)  to  determine  the  effect 
of  varying  levels  of  women  on  mission  accomplishment  during  a 72-hour 
field  exercise.  In  this  effort.  Identified  In  tasking  letters  as 
Maximum  Women  Army  Content  but  more  frequently  referred  to  as.  MAX  WAC, 
unit  performance  was  evaluated  on  standardized  scenarios  for  40  companies 
of  five  types  (maintenance,  medical,  military  police,  signal,  and  supply 
and  transportation)  for  which  the  proportions  of  female  enlisted  personnel 
In  10  twice-tested  controlled  fill  companies  were  Increased  from  0%  to 
15Z  and  15%  Increased  to  35%  for  the  second  test.  The  results  of  this 
research  did  not  reveal  significant  differences  In  performance  among 
these  units. 1 

Unanswered  by  MAX  WAC  results  was  the  question  of  the  Impact  of 
women  on  unit  mission  accomplishment  In  a field  test  of  extended  duration. 
Accordingly,  In  1977  ARI  was  tasked  by  the  Secretary  of  the  Army  to 
design  and  conduct  research  to  evaluate  the  role  of  women  participating 
In  the  field  test  In  Germany,  REFORGER  77.  Results  of  this  effort, 
known  as  "REF  WAC  77,"  are  presented  In  this  report. 


2.  PURPOSE  AND  SCOPE 

In  the  tasking  letter  to  ARI,  signed  by  the  DCSPER  for  the  Secretary 
of  the  Army  dated  27  June  1977  (DAAG-ZA,  DAPE-MPE-DR  27  June  1977; 
subject:  REFORGER  77-lmpact  on  Women),  Army  management  needs  were 
delineated  In  terms  of  six  objectives: 

"(1)  Establish  an  objective  data  base  for  developing  and  justifying 
Army  policies  and  concepts  for  utilization  of  female  personnel.  These 
concepts  will  consider  both  traditional  and  nontradltlonal  female  roles 
as  applied  to  a field-deployed  unit. 


^Results  of  this  field  test  are  reported  In  "Women  Content  in  Units 
Force  Development  Test  (MAX  WAC),"  U.S.  Army  Research  Institute 
for  the  Behavioral  and  Social  Sciences,  October  1977. 


"(2)  Collect  data  to  determine  training  and  assignment  policies 
relating  to  female/male  mix  of  units. 

"(3)  Collect  data  that  will  determine  the  impact  on  unit  perfor- 
mance in  units  where  a significant  number  of  women  in  traditional 
and  nontradltlonal  skills  are  employed. 

"(4)  Collect  objective  data  that  will  identify  the  nature  and 
sources  of  any  problem  areas  discovered. 

"(3)  Collect  data  by  grade  and  MOS  on  how  female  and  male  officers 
(as  individuals  and  as  team  members)  view  the  performance  and  role  of 
the  female  soldier  during  an  extended  field  deployment  (to  include 
strength,  stamina,  and  endurance). 

"(6)  Provide  methodology  and  experience  upon  which  to  base  a more 
complete  controlled  experiment  in  conjunction  with  future  tests  as 
required ." 

The  annual  Return  of  Forces  to  Germany  (REFORGER)  involving 
removal  of  CONUS-based  troops  from  their  home  base  for  several  weeks  to 
participate  in  the  10-day  field  exercise  named  CARBON  EDGE  was 
designated  as  the  research  vehicle. 2 This  attachment  to  REFORGER 
77  and  its  follow-on  relationship  to  MAX  WAC  resulted  in  the  short 
title  of  REF  WAC  77  for  this  research  effort. 

While  the  management  objectives  were  desirable  goals,  achieving  all 
of  them  within  the  required  time  frame  was  not  possible  due  to  limitations 
on  resources,  availability  of  subjects  and  field  situations,  and 
the  constraint  of  noninterference  in  military  mission.  Accordingly, 
the  research  objectives  developed  by  ARl  and  set  forth  in  the  Research 
Resource  Requirements  (R^),  which  closely  corresponds  to  the  Outline 
Test  Plan  required  for  Force  Development  tests,  could  not  mirror 
completely  the  management  objectives  outlined  above.  The  research  objectives 
were : 


”(a)  To  Investigate  the  hypothesis  that  the  performance  in  a field 
exercise  of  small  organizational  entities  with  a significant  content  of 
women  will  be  degraded  by  the  effects  of  an  extended  period  in  the  field 
to  a greater  extent  than  will  be  true  of  comparable  all  male  entities: 
the  null  hypothesis  of  no  difference  will  be  tested  statistically. 

"(b)  To  provide  observational  data  on  the  performance  of  women 
soldiers  and  a comparable  male  cohort  under  field  conditions — with 
particular  note  taken  of  critical  incidents. 


^The  following  terms  are  used  in  this  report  and  are  clarified  as 
follows:  "REFORGER":  the  entire  operation,  duration  varying  for 
individuals  according  to  their  responsibilities;  "CARBON  EDGE"  or 
"FTX":  10  days,  13-22  Sept  1977;  "Field  Deployment":  20-30  days, 
including  CARBON  EDGE  and  pre  and  post  requirements. 
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"(c)  To  provide  data  (performance  evaluations,  observation  of 
critical  Incidents,  and  daily  records  of  company-based  NCO  observers) 
on  the  impact  of  women  soldiers  on  the  deployability  and  mobility  of 
units. 


"(d)  To  collect  baseline  data  on  unit  performance  for  use  in  a more 
controlled  experiment  on  the  relationship  of  content  of  women  to  mission 
performance  during  REFORGER  78. 

"(e)  To  collect  data  to  augment  the  data  base  on  women  soldiers 
collected  in  the  MAX  WAC  Force  Development  Test  and  on  efforts  funded 
under  the  Advanced  Development  project  titled:  'Role  of  Women  in  the 
Army'  (6.37.31.A776);  Intensive  analyses  of  this  data  can  provide 
Information  supportive  of  the  formulation  of  policies  on  the  utilization 
of  women  soldiers." 


During  May  1977,  before  most  MAX  WAC  controlled-flll/experimental 
companies  had  received  their  Spring  ARTEP,  technical  advisory  services 
were  Informally  requested  of  ARl  regarding  an  initial  DCSPER  discussion 
paper  considering  the  benefits  and  costs  of  collecting  data  on  enlisted 
women  during  REFORGER  77.  This  discussion  paper  Included  a tentative 
plan  for  placing  a noncommissioned  officer  data  collector  in  each 
CONUS  based  support  company  scheduled  to  participate  in  REFORGER.  This 
NCO  would  live  and  travel  with  that  CONUS  company  until  its  return  to 
home  station.  The  NCO  would  have  the  objective  of  collecting  daily 
data  on  the  deployability,  lost  time,  and  performance  capabilities 
of  female  soldiers.  By  late  May  the  possibility  that  ARI  would  be 
tasked  to  conduct  such  an  effort  was  under  serious  discussion.  An 
ARI  discussion  paper  was  provided  to  the  DA  staff  and  USAREUR  for 
comment  and  coordination.  This  paper,  dated  2 June,  Subject:  Field 
Exercises,  Women  (FEW),  proposed  an  approach  that  was  Incorporated 
essentially  into  REF  WAC.  The  proposal  was  that  FEW,  should  consist  of 
a three-pronged  attack  on  the  problem  as  follows : 


! 


•I 
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"a.  Dally  data  collection  at  the  company  level  by  NCO's  acquainted 
with  faces  and  personalities  of  the  soldiers  being  tracked.  This  data 
would  Include  lost  time  (and  reasons)  for  all  women  and  (at  least)  a 
matching  set  of  male  soldiers,  and  would  Include  the  recording  of  perti- 
nent logistical  and  environmental  problems  and  results. 


E”b.  ARI  collateral  research  instruments  administered  at  the  CONUS 

locations  of  units — immediately  before  and  after  REFORGER,  but  after  all 
I new  personnel  are  assigned  and  while  all  (any)  add-ons  are  still  attached. 

I In  addition  to  the  formats  and  approaches  used  in  the  MAX  WAC  collateral 

I research,  rating  sessions  to  obtain  officer  and  NCO  evaluation  of  platoons, 

I sections,  and/or  squads  should  be  obtained.  The  MAX  WAC  instruments  will 

I require  some  modification  (and  additions). 


"c.  Four  person  FEW  teams,  constituted  much  like  %ne  MAX  WAC  teams, 
with  a branch  qualified  Major  in  charge,  a branch  qualxcied  Captain  as 
his  assistant,  a woman  Captain,  and  a combat  arms  Captain  included  in 
the  team,  deployed  with  field  equipment  during  the  3 weeks  field 
exercise  to  evaluate  performance.  Although  the  general  MAX  WAC  approach 
for  using  expert  judgment  of  the  same  team  member  to  evaluate  several 
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units  with  differing  content  of  women  will  be  utilized,  several  impor- 
tant changes  are  required.  Since  targets  of  opportunity  will  afford 
the  testing  situations,  rather  than  having  a carefully  prearranged 
and  controlled  standard  scenario  (as  the  MAX  WAC  ARTEPs),  and  since 
the  same  event/situation  will  be  scored  several  times  (3  or  4)  for  the 
same  group,  when  available  at  several  different  times  in  the  3-week 
period,  the  existing  scoring  procedures  and  scoring  aids  will  have  to  be 
modified  for  use  in  the  FEW.  It  is  anticipated  that  FEW  teams  will  be 
directed  to  the  locations  where  the  desired  groups  and  event/situations 
are  most  likely  to  occur;  one  team  member  may  remain  in  the  most  appro- 
priate headquarters  for  effecting  this  dispatching  of  the  FEW  team. 

The  FEW  team  may  also  be  used  to  score  event/ situations  expected  to 
occur  at  such  key  locations  as  the  docks — before  and  after  the 
field  exercise." 

Initial  guidance  did  not  permit  consideration  of  USAREUR  units  which 
were  also  participating  in  REFORGER  77.  Since  only  one  1st  Division 
MP  company  was  scheduled  to  participate,  it  did  not  at  first  appear 
feasible  to  Include  MP  units  in  the  investigation.  The  REF  WAC  77 
concept  was  developed  further  in  the  2 June  discussion  paper  in  the 
following  words: 

"The  data  collection  during  the  field  exercise  should  focus  on  the 
signal,  maintenance,  transportation/supply  and  medical  battalions.  MP 

units  are  in  short  supply.  A FEW  team  would  rove  over  one  battalion  

testing  platoons,  sections,  or  squads  in  pre-selected  (and  carefully 
documented  with  scoring  aids,  etc.)  event/situations.  Each  event/situa- 
tion would  have  a specified  size  group  for  which  a test  is  to  be  con- 
ducted and  all  such  groups  with  their  content  of  women  would  be  care- 
fully noted  in  advance.  Only  tests  which  have  potential  for  contrasting 
groups  with  widely  different  content  of  women  would  be  used.  If  possible, 
some  groups  should  have  half  or  more  of  the  E-5  or  below  soldiers  be 
iramen.  Every  test  (event/situation)  is  unambiguously  bounded  in  time 
and  the  group  well  defined  with  number  of  participants  and  content  of 
women  clearly  apparent.  It  would  be  hoped  that  an  event /sit nation  can 
be  tested  on  a dozen  groups  at  several  points  during  the  3-week  field 
exercise.  Several  statistical  contrasts  would  be  made.  Groups  With  all 
men  would  be  contrasted  against  groups  with  significant  numbers  of 
women.  Groups  having  women  would  have  their  performance  contrasted 
across  successive  3-day  periods,  and  groups  with  all  men  would  have 
similar  comparisons  made." 

The  concepts  of  the  2 June  pa^r  were  incorporated  into  the  30  June 
Research  Resource  Requirements  (R^)  document  cited  above.  This  R^ 
and  the  27  June  DA  Headquarters  letter  provided  the  charter  for  further 
coordination  with  DA  and  MACOM  elements  and  became  the  basis  for  the 
research  design,  data  collection  procedures,  and  statistical  analysis  of 
REF  WAC  77.  The  REF  WAC  Test  Directorate  was  activated  11  July  1977;  the 
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delay  was  primarily  to  permit  coordination  to  reach  a point  where 
other  Army  elements  could  be  tasked  to  support  REF  WAC  77.  The  REF  WAC 
77  Test  Directorate  was  composed  of  50  personnel  (Table  II-l).  These 
personnel  were  organized  into  a directorate  headquarters  and  five 
observer  teams  (maintenance,  medical,  military  police,  signal  and 
supply  and  transportation).  Each  observer  team  consisted  of  a team 
chief  (branch  qualified),  combat  arms  off leer , tfemale  officer,  and 
two  (except  the  signal  team,- which  had  one)  other  branch  qualified 
officer  personnel.  From  activation  on  11  July  1977  through  1 September 
1977,  REF  WAC  77  Test  Directorate  personnel  were  identified,  attached, 
and  oriented  at  the  U.S.  Army  Research  Institute  for  the  Behavioral  and 
Social  Sciences,  Alexandria,  VA.  Officer  and  NCO  members  of  the  Test 
Directorate  were  brought  together  on  TDY  basis  from  installations  and 
activities  throughout  CONUS.  Several  officer  members  of  the  Test 
Directorate  were  carried  over  from  the  preceding  MAX  WAC  effort. 


Table  II -1 


SUPPLY  AND 
TRANSPORTATION 
TEAM 


4 OFFICEFES  5 OFFICERS 


4 NCO’s 


5 NCO's 


A task  force  of  ARI  scientists  was  assembled  as  of  5 July  1977  to  provide 
the  more  detailed  planning  required  to  initiate  a joint  civilian-military, 
effprt;  to  define  rating  module  tasks;  and  to  prepare  corresponding 
standards,  rating  procedures,  and  forms  for  use  by  officer  evaluators 
in  rating  group  event  performance  on  ARTEP-llke  tasks.  Contractors 
were  brought  aboard  to  augment  the  in-house  scientists  in  working  with 
the  military  Test  Directorate  teams,  permitting  the  in-house  scientists 
to  focus  on  other  instrument  preparation.  Since  the  Test  Directorate 
was  still  in  process  of  being  formed,  the  scientific  staff  made  the 
Initial  contacts  with  NCO  data  collectors  and  worked  with  them  in  the 
collection  of  nondeployability  data  and  in  the  selection  of  the  male 
cohort. 
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VAienever  possible,  the  NCO  data  collectors  were  brought  Into  ARI  for  an 
orientation  session  with  the  scientific  staff.  A similar  relationship 
with  the  three  NCO  data  collectors  assigned  to  USAREUR  MP  units  (beginning 
on  17  August  1977)  was  established  by  the  scientific  staff  of  the  ARI 
field  unit  located  in  Heidelberg,  Germany.  Seven  more  NCO  data  collectors 
were  sent  to  two  USAREUR  battalions  on  27  August  1977  when  it  became 
apparent  that  a broader  data  base  was  desirable.  Pre-exercise  question- 
naires were  administered  by  the  scientific  staff  to  all  participating 
units  Just  prior  to  their  departure  from  their  home  Installations,  both 
in  Europe  and  at  Fort  Riley,  KS. 

IWo  observers  from  ADMINCEN  were  integrated  into  the  data  collection 
teams  during  the  field  exercise.  One  remained  to  assist  ARI  scientific 
staff  in  collection  of  post-exercise  questionnaire  data. 

The  Test  Directorate  officers  were  responsible  for  collecting 
performance  ratings  on  both  ARTEP-like  group  events  and  Soldier's 
Manual-type  individual  events.  In  addition,  all  Test  Directorate 
personnel  were  to  make  unstructured  observations  of  events  relevant  to 
REF  WAC  objectives.  The  evaluations  of  the  REF  WAC  officers  and  NCO's 
made  a different  contribution  to  the  final  pool  of  information  from  that 
provided  on  questionnaires  by  unit  officers.  REF  WAC  officers  were 
full-time  observers  who  stood  apart  from  the  action  and  were  completely 
free  to  evaluate,  without  the  question  of  personal  responsibility  for 
the  state  of  training,  etc.,  of  the  enlisted  men  and  women. 

An  advance  party  of  the  Test  Directorate  departed  for  USAREUR  on  18 
August  1977.  The  advance  party  obtained  billeting  arrangements  for  the 
remainder  of  the  Directorate,  assisted  in  administration  of  pre-exercise 
questionnaires  to  members  of  USAREUR-based  units,  and  located  facilities 
to  be  used  as  a Test  Directorate  Command  Post  (CP).  Deployment  of  NCO 
data  collectors  from  Fort  Riley,  KS.  to  USAREUR  occurred  30  August 
1977.  Deployment  of  officer  evaluators  from  Alexandria,  VA.  was  phased 
by  anticipated  team  needs  22  August  - 8 September  1977. 

The  REF  WAC  77  Command  Post  (CP)  became  operational  1600  hours 
2 September  1977.  The  CP  was  located  at  Wiley  Barracks,  Neu  Ulm,  West 
Germany.  This  location  was  sited  just  outside  the  actual  field  exercise 
area  for  coverage  of  both  sides  of  the  exercise  forces  by  REF  WAC  77 
observers.  Officer  evaluators  were  physically  located  in  communities  in 
close  proximity  to  their  respective  units. 

The  exercise  area  in  which  REF  WAC  77  observations  generally  were 
made  was  approximately  65  km  (N-S  axis)  wide  and  140  km  (E-W  axis)  long, 
and  situated  south  of  the  Stuttgart-Munich  Autobahn.  The  Forward  Edge 
of  the  Battle  Area  (FEBA)  along  which  the  Orange  and  Blue  forces  faced 
off  for  the  start  of  the  CARBON  EDGE  exercise  ran  approximately  north  of 
Ulm,  along  the  Iller  River. 
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i The  military  police  and  supply  and  transportation  teams  observed 

Individuals  and  units  on  both  sides  of  the  exercise.  Medical  and  signal 
teams  observed  battalions  organic  to  the  1st  Infantry  Division  (Blue  | 

, Forces)  only.  The  maintenance  team  observed  a 1st  Infantry  Division  i 

battalion  and  a USAREUR  non-dlvlslonal  maintenance  battalion,  both 
located  on  the  Blue  Forces  side. 

The  major  research  effort  was  focused  on  field  activities  commencing 
with  the  movement  of  exercise  units  Into  Initial  assembly  areas  and 
terminating  with  the  conclusion  of  Exercise  CARBON  EDGE.  During  the 
period  25  July  - 23  September  1977,  REF  WAC  Directorate  and  members  of 
the  ARI  scientific  staff  observed  women  in  the  Army  during  the  conduct 
of  REFORGER  77  and  Exercise  CARBON  EDGE. 

Recorded  observations  by  Test  Directorate  personnel  ceased  with  the 
termination  of  Exercise  CARBON  EDGE.  All  CONUS  NCO  data  collectors 
departed  Germany  for  ARI  on  26  September  1977  to  permit  debriefing  and 
Interviews  by  the  scientific  staff.  USAREUR  NCO  data  collectors  were 
Interviewed  and  debriefed  at  Wiley  Barracks  and  returned  to  home  stations 
directly.  Some  officer  evaluators,  essentially  a rear  party,  assisted 
the  ARI  scientific  staff  In  administering  post-exercise  questionnaires 
to  all  participants. 

As  of  5 October  77,  all  REF  WAC  77  NCO  data  collectors  had  returned  to 
home  stations.  On  11  October  1977  all  officer  evaluators  had  returned 
to  ARI  and  initiated  a coordinated  final  after-action  report  writing 
effort.  All  teams  completed  final  reports  on  14  November  1977.  The 
final  military  report  by  the  Test  Directorate  was  submitted  to  the 
Commander  of  ARI  prior  to  the  In  Process-Review  briefing  provided  by  the 
Test  Director  to  military  and  civilian  Department  of  the  Army  and 
Department  of  Defense  managers  on  6 December  1977.  A summary  of  this 
final  military  report  Is  provided  as  Part  IV  of  this  report. 

In  November  1977  ARI  scientists  Interviewed  40  female  soldiers  at 
Fort  Riley  who  had  participated  in  REFORGER.  The  substance  of  these 
interviews  Is  summarized  in  Part  V. 

t 
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3.  RESEARCH  INSCRIPTION 


a.  Research  Design. 

A primary  Impetus  for  having  a REF  WAC  77  came  from  the  contention 
of  many  that  a three-day  ARTEP  did  not  provide  an  adequate  test  bed  for 
determining  the  effect  of  enlisted  women  on  unit  performance  In  the 
field.  Some  believed  that  enlisted  women's  performance  would  deteriorate 
over  an  extended  period  of  time.  Therefore,  the  determination  of 
whether  changes  In  performance  over  time  did  In  fact  exist,  and  whether 
any  observed  changes  differed  for  enlisted  men  and  women,  was  essential 
to  an  Informed  Interpretation  of  MAX  WAC  results.  The  need  to  compare 
EM  and  EW  performance  trends  over  time  was  obvious,  and  provision  was 
made  for  several  such  direct  comparlons.  Research  hypotheses  can  be 
stamnarlzed  as  follows : 

Primary  Null  Hypothesis; 

No  difference  between  all-male  and  mixed  groups  (groups  containing 
one  or  more  EW). 

(1)  No  difference  In  performance  trends  over  time  between 
all-male  and  mixed  groups. 

(2)  No  difference  In  performance  between  all-male  and  mixed 
groups  at  each  point  in  time. 

Secondary  Null  Hypothesis; 

I No  difference,  as  described  above,  between  individual  EH  and 

matched  Individual  D(. 

TVo  major  constraints  were  placed  upon  the  execution  of  this  design: 

j (1)  Noninterference  with  unit  personnel  assignments  prior  to 

i exerclse-l.e.,  no  prescribed  fills  of  or  guidance  on  who 

went  on  REFORGER  77. 

(2)  Noninterference  during  exercise-i  .e . , no  scenario  intro- 
duction or  other  presentation  of  special  tasks.  All  scored 
events  were  targets  of  opportunity. 

However,  the  following  were  permitted: 

(1)  Deployability  interviews  before  the  exercise. 

(2)  Pretest  and  post test  questionnaires  administered  before  and 
after  the  exercise. 

(3)  Questioning  of  participants,  without  interference  with  duties, 
during  exercise. 
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(4)  NCO  data  collectors  allowed  to  live  with  companies. 

(5)  Officer  evaluator  teams  permitted  access  to  company  areas. 


b . Sample 


The  sample  for  this  research  consisted  of  Army  personnel  in  selected 
units  participating  in  REFORGER  77.  Initially,  the  sample  was  to 
consist  of  soldiers  from  the  1st  Infantry  Division  deploying  from  Ft. 
Riley.  Due  to  an  insufficient  number  of  female  soldiers  in  the  1st 
Infantry  Division,  some  Europe-based  combat  support  and  combat  service 
support  units  were  Included.  Approximately  1300  personnel  were  from 
Riley-based  units,  and  about  1400  personnel  were  from  Europe-based 
units.  The  battalions  and  separate  units  par tlcip>ating  in  the  research 
are  shown  below. 

Battalions  and  a separate  company  of  the  1st  Infantry  Division 
deploying  from  Ft.  Riley: 

1st  Medical  Battalion 
1st  Supply  and  Transportation 
1st  Military  Police  Company 
701st  Maintenance  Battalion 
121st  Signal  Battalion 

Battalions  and  separate  units  from  USAREL'R; 

3rd  Military  Police  Company 
385th  Military  Police  Battalion 

Ist  Military  Polige  Detachment  (Forward) 

1st  Maintenance  Battalion 
3rd  Supply  and  Transportation 

Thus,  there  were  five  types  of  combat  support  and  combat  service  support 
units  involved  in  the  research:  maintenance,  medical,  military  police, 
signal,  and  supply  and  transportation. 

Three  subsamples  of  Army  personnel  from  these  companies  participated 
in  the  research : 

(1)  Officers.  Commissioned  officers  and  warrant  officers. 

(2)  NCO ' s . Noncommissioned  officers  in  paygrades  E-5  to  E-9 
in  supervisory  positions. 

(3)  Enlisted  personnel.  Soldiers  in  paygrades  E-1  to  E-4  and 
E-5's  in  nonsupervlsory  positions. 
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Questionnaires  were  administered  to  all  three  subsamples,  but  other 
aspects  of  the  research  effort  focused  primarily  on  the  enlisted 
personnel  subsample.  Several  kinds  of  comparisons  of  enlisted  women  and 
enlisted  men  were  made,  in  accordance  with  the  fundamental  design 
principle  of  REF  WAC.  This  principle  revolved  around  the  requirement 
for  comparability  of  male  and  female  performance  data.  One  type  of 
comparison  involved  the  daily  performance  of  all  female  soldiers  (the 
female  cohort)  with  a group  of  matched  male  soldiers  (the  male  cohort). 

Members  of  the  male  cohort  were  selected  by  matching,  as  closely  as 
possible,  a male  to  each  female  in  the  female  cohort  on  the  basis  of 
rank,  length  of  service,  MOS,  age,  and  GT  scores. 3 In  a second  type 
of  comparison,  an  individual  female's  performance  was  matched  with  the 
performance  of  a male  doing  the  same  task.  A third  kind  of  comparison 
was  made  on  group  performance:  the  performance  of  groups  containing  one 
or  more  females  was  compared  with  the  performance  of  all-male  groups. 

Another  type  of  comparison  dealt  with  reasons  for  nondeployahility  of 
the  enlisted  women  and  men  who  were  declared  nondeployable . 

After  the  field  training  exercise  was  completed,  the  amount  of  stress 
under  which  a company  operated  during  Exercise  CARBON  EDGE  was  identified 
as  a factor  which  might  have  affected  male  and  female  performance 
differentially,  thus  influencing  comparisons  among  the  above  identified 
sets  of  personnel.  In  several  respects  CARBON  EDGE  did  not  present  the 
difficulties  that  might  occur  in  a real  combat  situation:  the  weather 
and  terrain  were  generally  favorable;  several  companies  had  light 
workloads  that  limited  opportunities  for  performance  evaluation;  and, 
because  a number  of  companies  did  not  move,  much  heavy  work  did  not 
occur.  Hence,  it  was  deemed  necessary  to  consider  the  possible  effects 
of  stress. 

Accordingly,  an  attempt  was  made  to  identify  those  companies  which 
experienced  the  greatest  amount  of  stress  during  the  exercise.  It  was 
impossible  to  take  into  consideration  all  of  the  factors  that  might 
account  for  stress.  Therefore,  two  sources  of  available  information  were 
used:  (a)  the  "condition  score"  or  "environment  score"  on  a scale  from 
0 (normal  conditions)  to  3.0  (the  most  adverse  conditions),  which 

was  recorded  by  the  officer  evaluator  for  each  group  event  rating  and  | 

individual  event  rating,  and  (b)  the  recorded  number  of  times  each 

company  moved . ' 


^Selection  of  male  and  female  cohorts  was  intended  to  enable  direct 
comparisons  of  daily  performance  between  EM  and  EW.  For  each  deployable 
female  in  the  units  to  be  observed,  a matched  male  from  the  same  company 
was  selected  of  the  same  paygrade,  who  was  within  three  months  of 
the  same  length  of  service,  in  the  same  Primary  MOS  (PMOS)  or  at  least 
in  the  same  career  field,  within  two  years  of  the  same  age,  and  with  a 
similar  GT  score.  This  procedure  was  repeated  until  every  female 
soldier  was  matched  with  a male  soldier  from  the  same  company.  These 
male  and  female  groups  constituted  the  male  and  female  cohorts.  Detailed 
instructions  used  for  selecting  the  male  cohort  can  be  found  in  Appendix 
A,  pages  A-164  to  A-168. 
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The  data  revealed  that  six  companies  moved  two  to  five  times 
during  the  field  exercise  and  other  companies  had  not  moved.  Average 
conditions  scores  were  computed  for  all  companies  and  placed  in  rank 
order.  Five  of  the  six  companies  that  moved  had  higher  average  scores 
than  any  company  that  did  not  move.  The  average  conditions  score  was 
.87  for  the  six  companies  that  moved,  and  .49  for  the  19  companies  that 
did  not  move.  Because  of  this  agreement  between  conditions  scores  and 
moving,  it  was  concluded  that  "high  stress"  could  be  defined  on  the 
basis  of  moving  during  the  exercise  and  "low  stress"  on  the  basis  of  not 
moving . 

In  addition  to  the  factor  of  stress,  the  type  of  task  was  also  identi- 
fied as  a possibly  Important  factor  in  comparisons  related  to  group 
event  ratings  and  individual  event  ratings.  Tasks  were  divided  into  two 
types:  common  and  unique.  Common  tasks  involved  sustenance  and  tactical 
activities  engaged  in  by  all  types  of  units,  e.g.,  erecting  tents,  KP, 
and  guard  duty.  Unique  tasks,  on  the  other  hand,  involved  MOS-related 
jobs,  many  of  which  were  performed  primarily  by  one  type  of  unit.  The 
term  "MOS-related"  refers  to  the  unit's  technical  mission  for  supporting 
the  combat  brigade.  Examples  of  unique  tasks  are  generator  repair 
(maintenance  units),  transporting  supplies  (supply  and  transportation 
units),  and  transporting  wounded  (medical  units). 

c . Instruments 

A number  of  different  Instruments  were  constructed  to  collect  data 
concerning  the  effect  of  the  extended  field  training  exercise  on  perform- 
ance and  mission  accomplishment  by  combat  support  and  combat  service 
support  units.  These  instruments  included  the  following: 

(1)  Group  event  rating  form. 

(2)  Individual  event  rating  form. 

(3)  Daily  record  of  work  availability  and  performance  (Schedule  4). 

(4)  Pretest  officer  questionnaire. 

(5)  Pretest  NCO  questionnaire. 

(6)  Pretest  enlisted  questionnaire. 

(7)  Posttest  officer  questionnaire. 

(8)  Posttest  NCO  questionnaire. 

(9)  Posttest  enlisted  questionnaire. 
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(10) 

(11) 

(12) 

(13) 

(14) 

(15) 

(16) 

(17) 

The  major  data  collection  instruments  and  tho  ’ 'me  period  of  their 
utilization  in  REF  WAC  77  are  depicted  in  Table  il-?.  Instruc- 
tions and  procedures  were  prepared  for  each  of  the  data  collection 
Instruments.  Time  constraints  required  that  the  instruments  to  be  used 
in  the  pre-exercise  and  exercise  periods  be  prepared  first.  Consequently, 
the  "posttest"  questionnaires  (for  use  after  the  exercise)  were  still 
being  devised  during  the  pre-exercise  period,  and  the  prescribed 
I formats  for  officer  team  reports  and  debriefing  interviews  were  finalized 

I during  the  exercise.  Examples  of  these  data  collection  forms  are 

provided  in  Appendix  A. 

( 1 ) Performance  Rating  Forms. 

Three  instruments  were  used  for  recording  ratings  of  perform- 
ance: The  "Group  Event  Rating  Module"  form,  the  "Individual  Event 
Rating  Module"  form,  and  the  "Da^^y  Record  of  Work  Availability  and 
Performance,  Schedule  4."  The  ratings  were  used  to  compare  across  time 
the  performance  of  various  subgroups  of  female  and  male  soldiers. 

The  time  periods  employed  in  the  analyses  were  defined  as  follows: 

Pre-FTX  - Ratings  made  prior  to  13  September. 

Beginnlng-FTX  - Ratings  made  during  the  first  part  of  the  FTX 
on  13-15  September. 

Middle-FTX  - Ratings  made  during  the  middle  part  of  the  FTX 
on  16-18  September. 

End-FTX  - Ratings  made  during  the  final  part  of  the  FTX 
on  19-22  September. 


Supervisors'  supplemental  questionnaire. 

Company  deployability  record  (Schedule  1). 

Worksheet  for  individual  deployability  (Sefiiedule  2). 
Enlisted  deployability  interview  schedule  (Schedule  3). 
Critical  Incident  report  form. 

Topical  outline  for  REF  WAC  Test  Directorate  Team  ("after 
action")  reports. 

Interview  schedule  for  NCO  data  collectors. 

Interview  schedule  and  self-reportSHIVentories  for 
enlisted  women  participants. 


& 
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Group  Event  Rating  Form.  This  form  was  used  by  officer  evaluators 
to  rate  group  performance.  M example  of  the  group  event  rating  module 
form  Is  shown  In  Appendix  A,  pages  A-1  and  A-2.  Groups  generally 
contained  fewer  than  10  enlisted  soldiers  and  were  composed  either  of  (a) 
all  males,  or  (2)  "mixed”  male-female  groups  (containing  one  or  more 
females).  Field  teams  were  asked  to  seek,  for  each  all-female  or  mixed 
group  rated  on  group  event  rating  modules,  an  all-male  group  matched  on 
mission  and  experience  that  could  be  rated  on  the  same  group  event 
rating  module  by  the  same  evaluator.  Also,  each  such  pair  of  groups 
was,  whenever  possible,  to  be  rated  on  the  same  event  (and  by  the  same 
evaluator)  at  least  once  during  the  first  three,  the  middle  three,  and 
the  last  four  days  of  CARBON  EDGE.  This  design  can  be  depicted  as  shown 
In  Table  II-3. 

Table  II-2 


REF  WAC  77  DATA  COLLECTION  INSTRUMENTS  AND  PROCEDURES 


HIE-EXERCISE 

EXERCISE 
(CARBON  EDGE) 

POST-EXERCISE 

Pretest  Questionnaires 
(Officer,  NCO,  Enlisted) 

Group  Event  Rating 
Modules  (ARTEP-llke 
Tasks) 

Posttest  Questionnaires 
(Officer,  NCO,  Enlisted) 

Deployability  Forms: 
Company  Records 

Supervisor  Interview 
Nondeployable  interview 

Individual  Event 
Rating  Modules 
(Soldier's  Manual  & 
Individual  Tasks) 

Supplemental  MTOE 

Questionnaire  for 

Supervisors 

Data  Forms  For 

Selecting  Male 
& Female  Cohorts 

Daily  Record  of 

Work  Availability 
and  Performance 

NCO  Data  Collector 

Interview  Form 

Critical  Incident 
Forms 

Form  for  Interview 
of  Female  Soldiers 

Participating  In  REFORGER 


Femal ; Soldier 

Self-Description 

Inventories 

Officer  Team  Reports 
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Table  I 1-3 


IDEAL 

SCHEDULE  FOR  GROUP 

EVENT 

RATINGS 

Event 

Evaluator 

Group 

Composition 

Day 

1-3 

of  Exercise 
4-6  7-10 

Same 

Same 

Same  all-female 
or  mixed  gender 
group 

>1 

Same 

Same 

Same  matching 
all -male  group 

>1 

>1 

The  noninterference  constraints  placed  on  the  REF  WAC  officer  evalu- 
ators required  them  to  select  groups  to  be  rated  as  targets  of  opportunity. 
They  were  told  to  focus,  whenever  possible,  on  events  that  would  most 
likely  recur  for  an  all  male  or  mixed  group  and  for  one  or  more 
matching  all-male  groups. 

Group  events  were  primarily  selected  from  the  list  of  ARTEP  tasks  used 
in  MAX  WAC,  although  other  events  were  included  that  were  believed  to 
be:  sensitive  to  E5  and  below  E5  performance  and  relatively  insensitive 
to  E6  and  above  E6  supervisory  performance;  likely  to  occur  more  than 
once;  scorable  according  to  TRADOC  or  other  generally  recognized 
{jerformance  standards;  and  likely  to  involve  female  or  mixed  groups. 

Each  group  event  rating  module  had  its  own  unique  set  of  standards 
recorded  on  the  back  of  each  form.  All  ratings  were  made  on  a seven- 
point  scale  on  which  the  points  2,  4,  and  6 were  always  defined  in  terms 
of  the  standards.  Point  1 was  usually  defined  as  noticeably  worse  than 
2,  3 as  lying  between  2 and  A,  5 as  lying  between  4 and  6,  and  7 as 
noticeably  superior  to  the  standard  defined  at  6.  However,  some  group 
event  rating  modules  defined  all  7 points  in  terms  of  the  standards. 
Contractors  prepared  141  group  event  rating  module  forms,  each  with  a 
separate  set  of  performance  standards,  in  consultation  with  Test 
Directorate  personnel  and  as  directed  by  ARl  scientists.  The  expectation 
was  that  the  corresponding  events  would  occur  and  be  observed  during  the 
exercise  (see  Table  II-4).  A total  of  43  group  event  rating  module<^ 
was  not  utilized.  The  same  set  of  sustenance  and  tactical  rating 
modules  was  used  for  all  types  of  companies.  The  other  modules  were 
unique  to  each  type  of  company.  For  example,  the  REF  WAC  team  which 
evaluated  the  maintenance  companies  had  a total  of  37  distinct  rating 
modules  (7  maintenance  unique,  19  sustenance,  and  11  tactical)  avallal le 
for  its  use.  Only  seven  unique  modules  were  required  for  the  maintenance 
companies  because  each  module  covered  a broad  class  of  repair  of  types 
of  equipment.  In  contrast,  the  other  types  of  companies  needed  from  18 
to  39  unique  rating  modules. 


Table  11—4 


GROUP  EVENT  RATING  MODULES:  FREQUENCY  OF  USE 


Type  of  Module 

No. 

Modules 

0 

Frequency  of 

1-10  11-20 

Use 

21-30 

Unique : 

Maintenance 

7 

1 

4 

2 

Medical 

39 

9 

26 

4 

Military  Police 

25 

18 

4 

2 

1 

Signal 

18 

3 

8 

7 

Supply  and  Transportation 

22 

10 

« 

1 

3 

Common : 

Sustenance 

19 

1 

53 

5 

Tactical 

11 

J_ 

24 

_1 

Totals 

141 

43 

127 

22 

4 

I 


I 

I 


A performance  rating  was  based  on  the  actual  performance  of  the  group 
without  taking  Into  account  any  aspect  of  the  situation,  such  as 
weather,  which  could  have  depressed  the  level  of  performance.  Thus,  a 
"conditions”  score  was  also  recorded.  The  evaluator  noted  the  Impact  of 
conditions  such  as  darkness,  adverse  terrain,  etc.  which  might  have  had  a 
negative  effect  on  the  group  performance.  The  conditions  score  was  on  a 
seven-point  scale,  ranging  from  0 to  3 with  half-point  Increments.  The 
evaluator  assigned  a total  conditions  score  sufficient  to  make  a given 
performance  situation  equivalent  In  difficulty  to  performance  under  the 
best  (easiest)  conditions.  After  recording  the  overall  conditions 
score,  the  evaluator  was  to  break  out  the  contribution  of  separate 
condition  factors  within  the  total  conditions  score  he  had  recorded.  A 
maximum  of  three  points  could  be  recorded  for  the  total  conditions  score 
and  each  of  the  separate  factors. 
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Those  who  turn  to  the  group  event  rating  module  example  in  Appendix  A 
will  note  the  Inclusion  of  a place  to  record  a "moderator  score." 

This  score  permitted  the  evaluators  to  Indicate  their  opinion  of  how  well 
the  rated  performance  represented  the  real  abilities  of  those  being 
rated.  A "3"  Indicated  close  correspondence,  and  a "1"  Indicated  very 
poor  correspondence.  This  score  was  not  used  In  the  analyses  for  this 
report  but  will  be  Included  In  more  complex  analyses  at  a later  date. 


Individual  Event  Rating  Form.  Members  of  the  female  cohort 
and  males  performing  the  same  tasks  were  rated  by  REF  WAC  officer 
evaluators  using  Individual  event  rating  module  forms.  An  example  of 
this  form  can  be  found  In  Appendix  A on  pages  A-3  and  A-4.  The  Individual 
event  rating  form  contained  scoring  criteria  (to  be  rated  "satisfactory" 
or  "unsatisfactory")  that  were  equivalent,  wherever  possible,  to  those 
provided  by  TRADOC  for  Soldier's  Manual  tasks.  The  overall  performance 
rating  on  the  task  was  based  on  a seven-point  scale  which  Incorporated 
key  words  and  phrases  from  the  operational  Enlisted  Evaluation  Report 
(DA  Form  2155-5).  This  rating  scale  Is  shown  In  Table  II-5.  One 
hundred  thirteen  Individual  event  rating  modules  were  prepared  by  the 
Test  Directorate  personnel.  As  seen  In  Table  II-6,  all  but  43  modules 
were  used  at  least  once  during  CARBON  EDGE. 


Table  II-5 

PERFORMANCE  RATING  SCALE 

Rating  Description  of  Type  of  Performance 

7 Performed  all  tasks  In  a superior  manner;  equivalent  to  the 
performance  of  an  outstanding  soldier 


6 Performed  most  tasks  in  a superior  manner,  all  others  at  minimum 
standards  equivalent  to  the  performance  of  superior  soldier 


5 Performed  some  tasks  in  a superior  manner,  all  others  at  minimum 
standards  equivalent  to  the  performance  of  an  excellent  soldier 


4 Performed  all  tasks  at  minimum  standards;  equivalent  to  the 
performance  of  an  average  soldier 


3 Performed  most  tasks  at  minimum  standards;  some  tasks  were  failed; 
equivalent  to  the  performance  of  a marginal  soldier 


Performed  a few  tasks  at  minimum  standards  but  most  «iere  failed ; 
equivalent  to  the  performance  of  an  unsatisfactory  soldier 


Performed  all  tasks  In  an  Inferior  manner;  performance  so  poor  that 
If  the  Individual  al%mys  performed  this  way  you  would  question 
his/her  MOS  qualification 


I 


J 
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Table  I I -6 


INDIVIDUAL  EVENT  RATING  MODULES:  FREQUENCY  OF  USE 
(SOLDIER’S  MANUAL  TASKS) 


No. 

Frequency  of 

Use 

r 

Type  of  Module 

Modules 

0 

1-10 

11-20  21-30 

Over  30 

Unique : 

1 

Maintenance 

7 

1 

3 3 

Medical 

25 

8 

17 

Military  Police 

13 

6 

2 

2 .1 

2 

Signal 

7 

1 

1 

5 

Supply  and  Transportation 

30 

15 

15 

! 

i Common : 

; Sustenance 

T 

31 

11 

_9 

3 1 

_5 

Totals 

113 

43 

44 

9 5 

12 

Ihe  selection  of  the  male  cohort  for  comparison  with  female  soldiers 
for  collection  of  data  on  nondeployablllty , dally  supervisory  ratings,  and 
nonavailability  had  been  largely  accomplished  before  tha  use  of  individual 
event  modules  In  REF  WAC  had  been  considered.  Thus,  the  matching  of 
males  was  accomplished  on  such  factors  as  grade,  time  in  the  Army,  and 
age.  In  addition  to  MOS.  This  procedure  did  not  always  provide  a 
matched  man  and  woman  who  would  be  given  similar  assignments  on  REFORGER 
and  thus  be  available  for  comparisons  on  Individual  event  ratings.  Some 
members  of  the  male  cohort  were  assigned  to  FAST  or  Contact  teams^ 
which  not  only  placed  the  men  on  work  that  was  not  comparable  to  that 
assigned  to  the  enllst'ed  women,  but  also  may  have  placed  them  too  far 
away  for  observation  or  rating  by  either  the  NCO  data  collectors  or  the 
officer  evaluators.  For  this  reason,  the  officer  evaluators  were  to 
select  for  each  female  soldier,  on  whom  an  individual  event  rating  was 
obtained,  any  male  soldier  performing  the  same  task  and  who  vas  as 
similar  to  the  female  as  possible. 

^Supply  and  transportation  FAST  (forward  area  support  team)  and  maintenance 
Contact  (now  called  MST  for  maintenance  support  team)  teams  operate 
forward  of  the  combat  brigade  rear  boundaries  well  beyond  most  support 
unit  activities. 
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The  individual  event  rating  form  also  provided  for  an  "environment 
score."  This  rating  was  on  a three-point  scale  (optimal,  mildly  adverse 
and  severely  adverse  conditions). 

Dally  Record  of  Work  Availability  and  Performance  (Schedule  4). 

The  seven-point  scale  used  by  NCO  supervisors  to  record  ratings  of 
enlisted  women  and  members  of  the  male  cohort  was  the  same  as  for 
the  individual  event  rating  modules  (see  Table  II-5).  The  ratings 
were  to  be  collected  daily  from  the  regular  everyday  working  group 
supervisor  and/or  the  supervisor  of  special  details  to  which  the 
soldier  may  have  been  assigned.  Nonavailability  data  were  collected 
from  the  supervisor  at  the  same  time  on  the  same  "Daily  Record  of  Work 
Availability  and  Performance,  Schedule  4"  form.  (See  Appendix  A,  page 
A-5). 


(2)  Questionnaire  Data.  As  was  shown  in  Table  11-2,  question- 
naires were  administered  to  personnel  in  the  participating  REF  WAC 
companies  both  before  ("pretest")  and  after  ("p)osttest")  the  field 
training  exercise.  These  collateral  research  instruments  contained 
items  on  topics  such  as  the  utilization  of  women,  morale,  attitudes 
toward  combat,  differential  treatment  of  men  and  women,  and  evalua- 
tion of  job  performance  during  CARBON  EDGE.  In  addition,  the  question- 
naires also  requested  background  Information  on  the  respondent  such  as 
age,  education,  sex,  physical  condition,  and  size  of  everyday  work 
group.  Questionnaire  content  is  summarized  in  Table  11-7.  Copies  of 
the  pretest  and  posttest  questionnaires  are  on  pages  A-6  to  A-104  of 
Appendix  A. 

Separate  pretest  and  posttest  questionnaires  were  designed  for 
officers,  for  NCO  supervisors,  and  for  enlisted  personnel.  With  the 
exception  of  an  item  concerning  paygrade,  the  officer  and  NCO  question- 
naires were  identical.  Many  of  the  items  on  the  enlisted  and  the 
officer/NCO  questionnaires  were  the  same  or  very  similar.  However,  some 
items,  such  as  one  asking  the  respondent  to  assess  the  importance  of 
various  factors  in  the  accomplishment  of  a unit’s  combat  mission, 
appeared  solely  in  the  officer/NCO  questionnaires.  The  items  were 
considered  appropriate  only  for  officers  or  NCO's  because  these  individuals 
had  had  command  and  supervisory  experience.  Analysis  of  pretest  and 
posttest  questionnaires  was  focused  on  the  posttest,  although  some 
pretest-posttest  comparisons  of  attitudes,  opinions,  and  descriptive 
data  were  made. 

Collateral  instruments  are  summarized  in  Table  11-8.  In  addition 
to  the  pxjsttest  questionnaire,  officer  and  NCO  supervisors  also  completed 
a "supplemental"  questionnaire.  There  were  22  different  forms  of  the 
supplemental  questionnaire.  Each  form  of  this  questionnaire  contained  a 
different  set  of  MOS  which  represented  the  MTOE  of  a piartlcular  compiany 
or  group  of  companies.  The  items  on  the  supplemental  questionnaire 
dealt  with  two  aspects  of  assigning  women  to  MOS: 


.i 
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Table  II-7 


SUMMARY  OF  QUESTIONNAIRE  CONTENT 


Type  of  Item 

Number  of 

Items 

Enlisted 

Pretest 

Offlcer/NCO 

Pretest 

En^llsted 

Posttesc 

Officer/NCO 

Posttest 

Participation  in  REFORGER 

3 

3 

2 

3 

Deployment 

2 

2 

3 

2 

Job  performance 

2 

4 

12 

15 

Training  readiness 

12 

0 

2 

0 

Morale 

1 

0 

1 

0 

Helping  behavior 

10 

4 

10 

4 

Leadership 

2 

2 

2 

2 

Differential  treatment 

6 

6 

5 

5 

Efficacy  of  REFORGER 

2 

2 

2 

2 

Combat  attitudes 

3 

4 

3 

4 

Amount  of  work  and  sick  call 

3 

2 

3 

3 

Attitudes  toward  women 

8 

8 

8 

8 

Career  commitment 

1 

1 

1 

1 

<iackground  information 

li 

li 

U_ 

Total 

84 

48 

85 

60 

11-19 


1 


Table  II-8 


COLLATERAL  RESEARCH  INSTRUMENTS 
(QUESTIONNAIRES) 


Instrument 

No. 

Items 

Subjects 

No . Forms 
Completed 

Enlisted  Pretest 

84 

E1-E5 

2070 

(1719)3 

NCO  Pretest 

48 

E5-E9 

509 

(439)3 

Officer  Pretest 

48 

Commissioned 
and  Warrant 

142 

(134)3 

Enlisted  Posttest 

85 

E1-E5 

1181 

NCO  Posttest 

60 

E5-E9 

499 

Officer  Posttest 

60 

Commissioned 
and  Warrant 

149 

Supplemental 

4 Background 

5 MTOE  Assg 
Distribution 

1 Check  List 

Supervisors : 
E5-E9 
Officers 

393 

170 

^Said  "Yes"  to  question  "Are  you  going  on  REFORGER?" 


(a)  Appropriateness  of  women  for  company  MOS.  Pages  3-7  directed  the 
the  respondent  to  allocate  a given  number  of  women  or  men  across  the  set 
of  MOS  authorized  for  his  or  her  company.  Ihe  allocations  were  made  for 
five  different  levels  of  female/male  fill  when  10%,  35%,  and  50%  of  the 
total  were  females  and  when  10%  and  35%  of  the  total  were  males. 

Results  were  used  to  identify  assignment  objectives  of  the  respondents. 

(b)  Physical  difficulty  of  MOS  for  average  woman.  Page  8 of  the 
supplemental  questionnaire  asked  the  respondent  to  check  the  MOS  which 
present  problems  for  women  because  of  the  physical  requirements  of  the 
job. 


An  example  of  a supplemental  questionnaire  form  can  be  found  on  pages 
A-105  to  A-114  in  Appendix  A. 

(3)  Other  Data. 

As  depicted  in  Table  II-2,  several  forms  were  used  to  collect 
data  other  than  performance  ratings  and  questionnaire  responses.  These 
forms  were  concerned  with  obtaining  information  on  deployability,  work 
availability,  and  critical  incidents,  and  also  trith  collecting  interview 
data  from  NCO  data  collectors  and  interview  and  self-report  data  from 
female  participants. 


L 
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(a)  Deployability. 

Company  records  and  ramp  manifests  were  used  by  the  NCO  data 
collectors  to  collect  enlisted  deployability  data.  Ihls  Information  was 
recorded  on  "Company  Deployability  Record,  Schedule  1”  (See  Appendix  A, 
pages  A-115  to  A-118).  The  NCO  data  collectors  entered  the  deployability 
data  on  this  form  each  week  for  six  weeks  before  the  field  training  exercise 
began.  The  Information  Included:  ntsabers  of  EM  and  EW  classified 
as  deployable  for  REFORGER,  the  number  of  personnel  classified  as 
deployable  but  on  standby  or  going  with  another  unit,  the  number  and 
names  of  nondeployable  men  and  women  and  the  reasons  therefore,  and 
the  number  and  names  of  people  attached  to  the  company  for  the  purpose 
of  deploying  with  that  company  on  REFORGER. 

As  a follow-up,  the  nondeployable  soldiers  and  their  supervisors  were 
interviewed  by  the  NCO  data  collectors.  Essentially,  the  Interviews 
attempted  to  ascertain  the  real  reason  for  the  nondeployability  decision 
with  respect  to  the  soldier  from  the  supervisor's  perspective  and  from 
the  soldier's  perspective.  The  interviews  were  also  an  effort  to 
Investigate  how  deployability  decisions  were  made,  who  made  them,  and 
how  much  the  soldier  knew  and  understood  about  this  decision-making 
process.  Another  purpose  of  the  interviews  was  to  collect  more  detailed 
background  information  about  the  nondeployable  soldier.  The  forms  used 
in  these  interviews  are  contained  In  Appendix  A.  See  pages  A-119  and 
A-120  for  "Schedule  2,"  the  interview  schedule  used  for  interviews  of 
supervisors.  For  "Schedule  3,"  the  form  used  for  Interviews  of  nondeploy- 
able persons,  see  pages  A-121  to  A-124. 

(b)  Work  availability. 

The  "Dally  Record  of  Work  Availability  and  Performance,  Schedule  4," 
the  form  used  for  the  supervisors'  dally  performance  ratings,  was  also 
used  to  obtain  information  on  the  work  availability  of  members  of  the 
male  and  female  cohorts.  The  total  number  of  assigned  hours,  the  number 
of  hours  the  person  was  not  available,  and  the  reason  for  any  nonavail- 
ability were  recorded  on  Schedule  4.  This  form  is  on  page  A-5  in  Appendix  A. 

(c)  Critical  incidents. 


The  Critical  Incidents  Report  form  was  developed  by  the  REF  WAC 
Test  Directorate  for  the  recording  of  incidents  believed  to  impact  on 
task  accomplishment.  Qrltlcal  Incidents  involved  Instances  such  as 
insubordinate  behavior,  accidents,  supervisory  failure,  and  poor  morale. 
Adverse  conditions  (or  lack  of  adverse  conditions)  were  recorded  on  the 
form  along  with  the  presumed  cause  of  the  Incident  and  the  source  of 
information  about  the  Incident.  A critical  incident  report  form  can  be 
found  on  pages  A-12S  and  A-126  of  ^pendlx  A.  This  form  prescribed  a 
reporting  format  and  helped  to  emphasize  the  Importance  of  reporting  all 
incidents  of  a certain  class  regardless  of  whether  they  occurred  in 
all-male , all-female , or  mixed  gender  groups . 
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(d)  REF  WAC  Test  Directorate  team  ("after-action")  reports. 

Each  of  the  five  REF  WAC  Test  Directorate  teams  (maintenance, 
medical,  military  police,  signal,  and  supply  and  transportation)  prepared 
reports  summarizing  their  observations,  drawing  conclusions,  and  making 
recommendations  based  on  their  REFORGER  77  experiences.  The  exact 
format  of  these  "after-action"  reports  was  not  specified  beyond  a list 
of  10  topics  which  the  teams  were  asked  to  address  in  their  reports. 

These  topics  were: 

(1)  Personnel  data. 

(2)  Individual  event  scoring  modules. 

(3)  Group  event  scoring  modules. 

(A)  Critical  Incidents. 

(5)  First  line  supervisors’  reports. 

(6)  NCO  data  collectors  reports. 

(7)  Assessment  of  performance. 

(8)  Recommendations  for  REF  WAC  78. 

(9)  Lessons  learned. 

(10)  General  comments. 

(e)  Interview  schedule  for  NCO  data  collectors. 


After  the  completion  of  the  field  training  exercise,  debriefing 
interviews  were  held  with  Che  NCO  data  collectors  concerning  data 
collection  procedures  and  conclusions  the  data  collectors  had  drawn 
concerning  the  role  of  women  in  the  Army.  A copy  of  these  questions  is 
on  page  A-127  of  Appendix  A. 

(f)  Interview  schedule  of  enlisted  women  participants. 

A group  of  female  soldiers  who  had  participated  in  REFORGER  were 
later  interviewed  to  obtain  Information  on  the  factors  related  to  their 
"level  of  performance.  Of  the  40  women  interviewed,  half  had  received 
high  performance  ratings,  and  half  had  received  low  performance  ratings. 

A copy  of  the  questions  used  in  these  interviews  is  given  on  pages  A-128 

and  A-129  of  Appendix  A.  Prior  to  the  interviews,  the  women  completed 

three  self  description  Instruments:  "Self-Description  Inventory-Form 

1,"  "Self-Description  Inventory-Form  A,"  and  "Self-Ratings  of  Performance." 

Copies  of  these  Instruments  can  be  found  on  pages  A-130  to  A-163  in  Appendix  A. 

d.  Procedure 

(1)  Group  event  ratings.  The  group  event  rating  modules  described 
above  were  used  by  the  REF  WAC  officer  evaluators  to  rate  groups  of 
soldiers  on  ARTEP-like  tasks.  The  Intent  was  for  each  evaluator  to  rate 
personnel  in  the  same  set  of  units.  Since  the  units  were  geographically 
separated,  it  was  necesary  for  the  evaluator  to  travel  from  location  to 
location  and  to  rate  whatever  groups  he  or  she  could  find  that  were 
performing  a task  for  which  group  event  rating  modules  existed.  Because 
the  evaluators  had  to  travel  (and  transportation  was  not  always  available 
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at  the  times  needed)  and  because  there  could  be  no  control  by  the  REF  WAC 
team  over  the  types  of  tasks  to  be  performed,  the  observations  were 
less  systematic  and  complete  than  was  desirable.  The  groups  evaluated 
were  typically  composed  of  two  to  four  people,  although  some  groups 
consisted  of  only  one  person  while  others  may  have  included  10  or  more 
people . 

In  making  the  group  event  ratings,  the  evaluators  judged  the  actual 
performance  of  the  group  (on  a scale  of  1-7)  without  taking  into 
account  any  aspect  of  the  situation  (such  as  weather)  which  might 
have  operated  to  depress  the  level  of  performance.  Then,  in  addition  to 
the  performance  rating,  a "conditions"  score  was  recorded  (on  a scale  of 
0-3)  which  reflected  the  impact  of  environmental  conditions  such  as 
adverse  weather,  darkness,  etc.  which  the  evaluator  felt  had  a deleterious 
effect  on  group  performance.  Another  score,  a "moderator  variable" 
score,  was  also  recorded.  This  score  represented  the  evaluator's 
judgment  of  the  validity  of  the  ratings. 

Thus,  the  final  assessment  of  the  group  performance  included:  a raw 
or  unadjusted  performance  rating  (on  a scale  of  1-7)  based  on  the 
absolute  performance  of  the  group,  a conditions  score  (on  a scale  of 
0-3)  which  estimated  the  effect  of  adverse  conditions,  and  a moderator 
variable  score  (on  a scale  of  1-3)  which  indicated  the  certainty  of  the 
evaluator's  judgment.  The  performance  rating  used  in  the  analyses  of 
the  data,  th-*  results  of  which  are  presented  in  Part  III,  was  an  additive 
"adjusted"  rating,  l.e.,  the  rating  on  the  seven-point  scale  plus  the 
conditions  score. 

The  group  event  rating  module  form  had  a place  for  recording  the  names 
of  women  soldiers  participating  in  an  event  being  scored.  Thus  it  was 
{josslble  to  tabulate  the  number  of  women  observed  in  the  group  events 
(see  Table  II-9).  Note  that  for  a total  of  229  enlisted  women,  187  were 
observed  at  least  once.  Those  never  observed  may  have  had  assignments 
not  covered  by  any  of  the  group  event  rating  modules.  Most  of  the 
women  not  observed  in  group  events  were  observed  as  individuals  using 
the  individual  event  rating  modules. 

Table  II-9 


GROUP  EVENT  RATING  MODULES;  FREQUENCY  OF  OBSERVATION  OF  EW 


Total 

Observed 

Frequency  of 

Observation 

Type  of  Unit 

EW 

EW 

1-2 

3-4 

5-6 

7-8 

8-9  Over  10 

Maintenance 

61 

59 

8 

4 

24 

16 

0 

7 

Medical 

20 

16 

0 

4 

1 

0 

2 

9 

Military  Police 

46 

33 

9 

12 

4 

2 

2 

4 

Signal 

49 

36 

4 

4 

7 

6 

7 

8 

Supply  & 

Transportation 

53 

43 

_8 

15 

_6 

_4 

_2 

_8 

Totals 

229 

187 

29 

39 

42 

28 

13 

36 
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(2)  Individual  event  ratings.  The  individual  event  rating 
module  forms  previously  described  were  the  forms  used  by  the  REF  WAC 
officer  evaluators  to  rate  members  of  the  female  cohort  as  individuals. 
After  the  female  had  been  observed,  a male  doing  the  same  task  was  also 
rated  on  that  task.  This  comparison  male  was  not  necessarily  a member 
of  the  male  cohort  or,  if  he  happened  to  be,  he  was  probably  not  the 
male  matched  to  the  female  being  observed.  The  criterion  was  that  the 
male  was  to  perform  the  same  task  as  the  female  and,  when  choice  was 
possible,  an  attempt  was  made  to  select  a male  as  similar  to  the  female 
in  rank,  age,  etc.  as  possible.  The  officer  evaluator  first  rated  each 
scoring  criterion  as  "satisfactory”  or  "unsatisfactory"  and  then  rated 
the  individual's  overall  performance  on  the  seven-point  scale  described 
in  Table  II-S.  In  addition,  the  officer  recorded  an  environment  score 
(on  a scale  of  0-3)  which  assessed  the  degree  to  which  environmental 
conditions  had  adversely  affected  the  person's  performance.  The  perform- 
ance rating  used  in  the  analyses  of  the  individual  event  data  was  an 
"adjusted”  rating,  l.e.,  the  raw  performance  rating  plus  the  environment 
score. 

It  should  be  noted  that  ARl  was  directed  to  emphasize  the  group 
performance  measures.  A;:cordlngly,  a smaller  number  of  enlisted  women 
I were  observed  individually  using  the  individual  rating  modules  based  on 

Soldier's  Manual  tasks  (as  contrasted  with  those  observed  in  groups 
i using  the  group  performance  measures).  ARI's  REF  WAC  charter  permitted 

using  these  individual  measures  only  insofar  as  they  would  not  Interfere 
! with  pursuing  the  group  event  measures.  Many  of  the  enlisted  women  who 

j were  only  sparsely  represented  in  the  group  events  were  deliberately 

evaluated  at  least  once  using  the  individual  measures— thus  Increasing 
I the  total  number  of  enlisted  women  observed.  A total  of  123  enlisted 

women  was  evaluated  at  least  once  using  the  individual  event  rating 
! modules.  (See  Table  II-IO  below). 

:i 


Table  11-10 


INDIVIDUAL  EVENT  RATING  MODULES:  FREQUENCY  OF  OBSERVATION  OF  EW 


Total 

Observed 

Frequency  of 

Observation 

Type  of  Unit 

EW 

EV 

1-2 

3-4 

5-6 

7-8 

9-10  Over  10 

Maintenance 

61 

28 

11 

13 

1 

1 

2 

0 

Medical 

20 

13 

3 

2 

0 

3 

3 

2 

Military  Police 

46 

34 

17 

11 

3 

3 

0 

0 

Signal 

49 

24 

4 

5 

7 

2 

3 

3 

Supply  & 

Transportation 

Totals 

53 

229 

24 

123 

5 

40 

13 

44 

2 

13 

1 

10 

0 

8 

3 

8 

J 
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(3)  Dally  performance  ratings  and  work  availability.  The  NCO 
data  collectors  were  responsible  for  collecting,  on  a dally  basis. 
Information  from  supervisors  about  members  of  the  male  and  female 
cohorts. 

For  each  Individual  each  day,  the  NCO  data  collector  recorded:  (1)  a 
performance  rating  on  the  seven-point  scale  (see  Table  II-5)  and  (2)  the 
number  of  hours  the  person  was  available  or  nonavallable  for  work  and, 
if  nonavallable,  the  reason  why. 

(4)  Pretest  and  posttest  questionnaires.  Questionnaires  were 
administered  before  ("pretest")  and  after  ("posttest")  the  field  training 
exercise.  The  pretest  questionnaires  were  administered  at  Ft.  Riley  and 
in  Germany  to  deployable  personnel  in  the  units  participating  in  the  REF 
WAC  77  research.  These  questionnaires  were  administered  by  ARl  or  Test 

II  Directorate  personnel.  On  the  pretest,  the  questionnaires  were  generally 

completed  In  mess  halls  or  classrooms.  For  the  posttest,  questionnaires 
I were  administered  under  field  conditions  in  Germany.  A variety  of 

L locations  were  employed  for  posttest  administration — mess  tents,  sleeping 

tents,  athletic  field  stands,  open  fields,  hallways,  classrooms,  and  an 
auditorium  were  all  used  for  completing  posttest  questionnaires. 

Standardized  Instructions  were  employed  during  the  pretest  adminis- 
tration of  the  questionnaires.  For  the  posttest,  it  was  often  not 

I possible  to  administer  the  questionnaire  under  standardized  conditions. 

Noise  interference  or  the  fact  of  being  outdoors  frequently  made  it 
difficult  for  the  soldiers  to  hear  instructions.  Since  the  participants 
In  the  field  training  exercise  had  previously  completed  the  pretest 
questionnaire,  this  lack  of  standardization  In  posttest  administration 
was  considered  less  crucial  than  It  would  have  been  on  the  pretest.  As 
a consequence,  when  operating  under  very  difficult  environmental  condi- 
tions, the  test  administrator  would  abbreviate  the  oral  instructions  or. 

In  some  cases,  virtually  eliminate  them  and  rely  upon  the  instructions 
printed  in  the  questionnaire. 

(5)  Supplemental  questionnaires.  Supplemental  questionnaires 
were  administered  to  unit  officers  and  NCO  supervisors  immediately  after 
they  had  completed  their  posttest  questionnaires.  Each  officer  or  NCO 
copied  the  questionnaire  booklet  number  on  his  or  her  posttest  questionnaire 
onto  his  or  her  supplemental  questionnaire.  Thus,  data  from  both 
instruments  could  be  collated  for  each  individual. 

(6)  Critical  incidents.  Incidents  believed  to  be  critical  to 
task  performance  were  recorded  by  officer  evaluators.  The  officer 
evaluators  generally  reported  Incidents  which  they  had  personally 
observed,  but  occasionally  they  reported  incidents  which  had  been  observed 
by  another  reliable  source.  Typically,  critical  Incidents  were  events 
which  Interfered  with  task  performance.  Occasionally,  an  incident  was 
recorded  which  had  had  a positive  effect  on  the  accomplishment  of  a 
task. 
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Given  the  noninterference  aspect  of  the  research  and  the  other  duties 
required  of  them,  the  officer  evaluators  could  not  record  critical 
Incidents  in  any  systematically  meaningful  way.  Accordingly,  the 
incidents  recorded  could  not  be  considered  representative  of  any  aspect 
of  task  accomplishment. 

(7)  Officer  team  (“after-action'')  reports.  Test  Directorate 
officer  observers  were  clustered  into  five  teams — one  team  for  each  type 
of  unit  being  observed.  These  officer  teams  each  prepared  an  after-action 
report  detailing  their  reactions  to  the  REFORGER  experience  and  enumerating 
their  findings  and  conclusions.  The  after-action  reports  were  used  in  the 
preparation  of  Part  IV  of  this  report. 

(8)  Deployability  data.  NCO  data  collectors  obtained  Information 
concerning  deployables  and  nondeployables  from  company  records  and  ramp 
manifests.  This  weekly  data  collection  was  begun  six  weeks  before  the 
field  training  exercise  began.  Each  NCO  data  collector  made  appointments 
in  his  or  her  assigned  units  with  as  many  nondeployables  and  their 
supervisors  that  he  or  she  could.  These  Interviews  were  conducted  in 
accordance  with  the  Interview  schedules  previously  described. 

(9)  Follow-up  interviews  with  enlisted  women.  Approximately  two 
months  after  REFORGER  was  over,  40  enlisted  women  (20  high  performers 
and  20  low  performers)  were  interviewed.  The  women  were  interviewed  at 
Ft,  Riley  by  two  ARI  research  scientists  and  an  officer  research  and 
development  coordinator  from  ARI.  After  completing  three  self-description 
inventories,  each  woman  was  interviewed  using  the  interview  schedule 
previously  described.  The  purpose  of  the  interview  was  to  determine 

what  factors  in  the  woman's  experience,  both  Army  experience  and  pre-Army 
experience,  might  be  related  to  her  level  of  performance.  The  results 
of  these  interviews  are  reported  separately  in  Part  V of  this  report. 

(10)  Follow-up  interviews  with  NCO  data  collectors.  With  a few 
exceptions,  the  NCO  data  collectors  were  interviewed  after  their  return 
from  Europe^.  These  Interviews  were  conducted  at  Headquarters,  ARI  by 
ARI  scientists.  The  debriefings  investigated  the  NCO  data  collectors' 
overall  impressions  of  female  performance  during  REFORGER  and  obtained 
their  recommendations  for  improving  data  quality  in  future  field  research. 
The  Interview  schedule  used  in  these  interviews  was  previously  described, 
and  the  results  of  the  Interviews  are  presented  in  Part  V, 


i:' 


^The  exceptions  were  three  NCO  data  collectors  who  were  debriefed  In 
Europe  by  ARI  research  scientists  the  day  the  field  training  exercise 
ended , 
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PART  III 


QUANTITATIVE  ANALYSES:  RESULTS  AND  DISCUSSION 

Quantitative  analyses  will  be  presented  and  discussed  In  four  sec- 
tions: performance  data,  utilization  of  enlisted  men  (EM)  and  enlisted 
women  (EW) , deployability  data,  and  questionnaire  data  on  background 
characteristics  and  attitudes  of  EM  and  EW.  Most  bulk  tabular  material 
will  be  relegated  to  the  appendices,  so  that  this  part  can  center  upon 
discussion  of  results,  with  only  selected  tables  and  excerpts  from  the 
tables  for  Illustration. 


1.  PERFORMANCE  DATA 

Types  of  performance  data.  Three  major  sources  of  performance  data 
were:  group  event  ratings,  obtained  by  Test  Directorate  officer  evaluators 
for  all-male  groups  and  groups  with  one  or  more  females;  Individual 
event  ratings,  obtained  also  by  Test  Directorate  evaluators  on  Soldier's 
Manual  tasks  performed  by  Individual  women  and  by  Individual  men  who 
were  as  comparable  to  the  women  as  possible;  and  dally  ratings  of 
overall  performance  by  supervisors,  obtained  by  NCO  data  collectors  for 
all  women  and  members  of  the  male  cohort.  Performance  from  the  three 
data  sources  was  examined  In  various  ways:  as  a whole  for  men  versus 
women;  as  a whole,  by  time  periods  during  the  field  exercise  (first 
three,  middle  three,  and  final  four  days);  as  a comparison  between 
companies  that  experienced  stress  versus  those  companies  with  little 
stress;  as  a comparison  between  tasks  common  to  all  companies  (tactical 
and  sustenance)  versus  MOS-related  tasks  unique  to  the  mission  of  the 
particular  company. 

Definitions.  For  clarity,  definitions  of  several  terms  previously 
discussed  In  Part  II  of  this  report  are  briefly  repeated  here. 

Type  of  unit  refers  to  the  five  types  of  companies:  maintenance, 
medical,  military  police,  signal,  and  supply  and  transportation. 

TWO  Important  factors  In  comparisons  of  performance  data  were  stress 
and  type  of  task.  Those  companies  that  had  experienced  one  or  more 
moves  during  the  field  training  exercise  were  defined  as  "high  stress” 
units,  while  those  companies  which  did  not  move  at  all  were  defined  as 
"low  stress”  units.  Tasks  were  defined  as  "common”  or  "unique.”  Common 
tasks  Involved  sustenance  and  tactical  jobs  performed  by  all  types  of 
units,  and  unique  tasks  Involved  MOS-related  jobs. 

Gender  comparisons  were  made  for  group  event  ratings.  Individual 
event  ratings,  and  dally  performance  ratings.  Group  comparisons  Involved 
the  following : 

"male”  - groups  containing  only  men 

"mixed”  - the  aggregate  of  Che  very  few  all-female  groups  plus 
the  mixed  male/ female  groups 
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For  individual  event  ratings,  members  of  the  female  cohort  were  compared 
with  males  who  had  been  rated  on  the  same  tasks  as  the  females.  General 
comparisons  of  daily  performance  ratings  were  made  on  the  male  cohort 
and  the  female  cohort. 

"Adjusted"  ratings  were  used  in  analyses  of  performance  data. 

As  described  in  Part  IT,  a "conditions"  score  was  recorded  for  each 
group  event  rating,  and  an  "environment"  score  was  recorded  for  each 
individual  event  rating.  The  raw  score  rating  was  added  to  the  "conditions" 
score  (for  group  events)  or  the  "environment"  score  (for  individual 
events)  to  obtain  an  "adjusted"  rating.  When  the  data  were  analyzed, 
the  "adjusted"  ratings  were  used.  The  purpose  of  this  procedure  was  to 
correct  the  original  ratings  in  such  a manner  as  to  arrive  at  an  estimate 
of  the  "true"  performance  under  optimal  conditions. 

^ Time  periods  used  in  the  analyses  were  defined  as  follows : 

! Pre-FTX  - Ratings  made  prior  to  13  September. 

Beglnning-FTX  - Ratings  made  during  the  first  part  of  the  FTX 
i on  13-15  September. 

Mlddle-FTX  - Ratings  made  during  the  middle  p>art  of  the  FTX 
on  16-18  September. 

End-FTX  - Ratings  made  during  the  final  part  of  the  FTX 
on  19-22  September. 

1 3 • Group  Event  Ratings. 

Table  III-l  shows  that  the  average  group  event  rating  was  4.9  on 
the  seven-point  rating  scale,  for  the  total  of  820  observations.  Across 
all  units,  all-male  groups  averaged  4.9  and  groups  with  one  or  more 
females  averaged  5.0,  which  was  essentially  no  difference.  The  total 
number  of  observations,  220  for  male  groups  and  600  for  mixed  groups, 
reflects  an  emphasis  on  observing  female  performance. 

The  breakout  by  time  period  for  all  units  in  Table  III-l  shows  no 
difference  between  male  and  mixed  groups  for  the  beginning  period 
(average  of  4.6  for  both)  or  for  the  end  period  (5.0  for  both).  For  the 
middle  period,  the  mixed  groups  were  rated  higher  than  the  male  groups 
(5.5  versus  5.1),  but  this  difference  was  not  statistically  significant. 

Table  III-l  also  presents  averages  by  the  five  types  of  units,  with 
overall  average  ratings  somewhat  higher  for  the  mixed  group^  for  maintenance, 
signal,  and  supply  and  transportation.  In  medical  and  military  police 
units,  overall  averages  were  slightly  higher  for  the  male  groups,  teong 
the  five  types  of  units,  male  versus  mixed  averages  did  not  show  consistent 
patterns  across  the  three  time  periods.  Only  for  supply  and  transportation, 
in  the  middle  time  period  and  for  the  total  time  periods,  was  the  difference 
between  male  and  mixed  groups  statistically  significant.  When  all  unit 
types  were  combined,  no  statistically  significant  differences  occurred 
between  all-male  and  mixed  groups . 
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Table  III-l 
GROUP  EVENT  RATINGS 

AVERAGE®  BY  TIME  PERIOD  FOR  EACH  TYPE  OF  UNIT 


Type  of  Unit 

Beginning 

3 Days 

N Average 

Middle 

3 Days 

N Average 

End 

4 Days 

N Average 

Total 

N Average 

Maintenance 

Male 

12 

4.2 

12 

5.2 

4 

4.3 

28 

4.6 

Mix 

47 

4.7 

36 

5.2 

69 

4.9 

152 

4.9 

Tot 

59 

4.6 

48 

5.2 

73 

4.9 

180 

4.9 

Medical 

Male 

30 

4.7 

11 

5.4 

33 

5.0 

74 

4.9 

Mix 

48 

4.7 

13 

4.8 

61 

4.6 

122 

4.7 

Tot 

78 

4.7 

24 

5.0 

94 

4.7 

196 

4.8 

Mil  Police 

Male 

5 

4.8 

14 

5.0 

11 

5.5 

30 

5.2 

Mix 

24 

4.5 

15 

5.3 

24 

5.3 

63 

5.0 

Tot 

29 

4.6 

29 

5.2 

35 

5.3 

93 

5.1 

Signal 

Male 

12 

4.3 

6 

5.7 

6 

5.8 

24 

5.0 

Mix 

56 

4.2 

38 

6.3 

45 

5.4 

139 

5.2 

Tot 

68 

4.2 

44 

6.2 

51 

5.5 

162 

5.2 

Supply  & 

Male 

26 

4.8 

14 

24 

4.8 

64 

(4.7. 

Trans . 

Mix 

52 

5.1 

31 

*\5.1 

41 

4.9 

124 

(5.0 

Tot 

78  ■ 

5.0 

45 

4.9 

65 

4.9 

188 

4.9 

All  Units 

Male 

85 

4.6 

57 

5.1 

78 

5.0 

220 

4.9 

Mix 

227 

4.6 

133 

5.5 

240 

5.0 

600 

5.0 

Tot 

312 

4.6 

190 

5.4 

318 

5.0 

820 

4.9 

Note.  Averages  are  based  upon  adjusted  ratings  (performance  ratings  plus 
conditions  score). 


®In  this  table  and  throughout  the  report,  average  is  arithmetic  mean, 
*Statistlcally  significant  at  the  5%  level. 


When  the  companies  were  separated  into  those  that  experienced  stress 
(one  or  more  moves  during  the  exercise)  and  those  with  little  or  no 
stress  (no  moves),  their  average  ratings  could  be  tabulated  as  shown  in 
the  top  half  of  Table  III-2  by  time  periods.  It  can  be  noted  that 
roughly  one-third  of  the  observations  were  made  in  the  high  stress 
companies  and  two-thirds  in  the  low  stress  companies.  The  resultant 
small  numbers  of  observations  upon  which  some  of  the  averages  were  based 
should  caution  against  attaching  undue  importance  to  the  results  in 
these  cases.  In  the  high  stress  group,  overall  average  performance  was 
higher  for  the  mixed  groups  (5.3)  than  for  the  male  (5.0),  but  this 
finding  was  not  statistically  significant.  In  the  beginning  time  period 
the  mixed  groups  were  rated  lower  than  the  male,  but  in  the  mid.dle  and 
end  periods  they  were  rated  higher.  The  middle  time  period  difference 
was  statistically  significant.  For  the  low  stress  companies,  average 
performance  ratings  on  group  events  were  Identical  or  very  close  for 
all-male  and  mixed  groups.  None  of  the  differences  was  significant. 
Tables  B-1  and  B-2  in  Appendix  B present  the  stress  data  further  broken 
down  by  type  of  unit;  the  number  of  ratings  upon  which  the  averages  in 
these  tables  were  based  was  very  small. 
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Table  III-2 


GROUP  EVENT  RATINGS: 

AVERAGES  FOR  MALE  AND  MIXED  GROUPS  BY  HIGH  STRESS  VS  LOW  STRESS  COMPANIES 
AND  BY  COMMON  TASKS  VS  UNIQUE  TASKS  FOR  EACH  TIME  PERIOD 

Beginning  Middle  End 

Pre-FTX  3 Days  3 Days  4 Days  Total 

Group  N Avg  N Avg  N Avg  N Avg  N Avg 


High  Stress 

Male  - - 32  4.8  24  (5.2  34  5.  1 90  5.0 

Mixed  - - 68  4.4  44  *)6.3  62  5.5  174  5.3 

Low  Stress 

Male  - - 53  4.5  33  5.0  44  5.0  130  4.8 

Female  - - 159  4.7  89  5.  1 178  4.8  426  4.8 


Common  Tasks 

Male  3 3.5  38  4.4  22  4.9  17  4.2  80  4.5 

Mixed  22  4.7  128  4.5  74  5.1  98  4.7  322  4.7 

Unique  Tasks 

Male  32  5.0  47  4.8  35  ,(5.1  61  5.2  175  5.1 

Mixed  84  5.2  99  4.8  59  ’(5.9  142  5.1  384  5.2 


Note.  Averages  are  based  upon  adjusted  ratings  (performance  rating  plus 
conditions  score) . 

* Statistically  significant  at  the  5%  level 


1 
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In  the  bottom  half  of  Table  II1-2  group  event  ratings  are  broken 
out  according  to  type  of  task;  common  (sustenance  and  tactical)  and 
unique  (MOS-related ) . Overall  averages  reveal  slight  but  mostly 
not  statistically  significant  superiority  for  the  mixed  groups.  On 
unique  tasks,  mixed  groups  averaged  higher  in  the  middle  time  period. 

This  was  the  only  difference  which  was  statistically  significant.  On 
common  tasks,  mixed  groups  averaged  higher  in  the  end  time  p)eriod. 

Other  differences  were  negligible.  Tables  B-3  and  B-4  in  Appendix  B 
present  the  same  data  further  broken  down  by  type  of  unit;  at  this  level 
all  numbers  of  observations  were  small  and  only  one  difference  had 
statistical  significance. 

Averages  presented  thus  far  on  group  event  ratings  have  been  based 
on  observations  aggregated  for  different  groups,  different  evaluators, 
and  different  events,  without  regard  to  continuity  of  identity  across 
time  periods.  In  Table  III-3,  results  are  presented  for  male  and  mixed 
groups  which  were  equated  for  the  same  groups,  same  events,  and  same 
raters,  for  two  or  more  time  periods.  For  example,  in  the  total  sample, 
ratings  were  available  for  13  pairs  of  groups,  matched  for  events  and 
raters,  for  the  beginning  and  end  time  periods.  Ratings  were  available 
for  12  pairs  of  groups  with  the  same  events  and  raters  for  the  beginning 
and  middle  periods.  The  latter  set  of  group  pairs  represented  the 
only  one  for  which  comparisons  attained  statistical  significance.  The 
statistically  significant  differences  for  the  set  show  that  mixed  groups 
performed  better  than  male  groups  in  the  beginning  and  middle  time 
lieriods  and  that  both  male  and  mixed  groups  performed  better  in  the 
middle  time  period  than  they  did  in  the  beginning. 

For  the  middle  and  end  periods,  eight  pairs  of  groups  in  the  total 
sample  could  be  matched  for  events  and  raters.  But  for  all  three  time 
periods,  only  six  oairs  ol  groups  could  be  so  matched.  Note  that  when  the 
factor  of  stress  was  taken  into  account  (see  the  lower  half  of  Table 
111-3),  the  number  of  group  pairs  which  could  be  equated  for  events,  raters, 
and  time  periods  diminished  so  drastically  that  conclusions  could  not  be 
d rawn . 

In  summary.  Tables  lll-l,  111-2,  and  111-3  contain  six  statistically 
significant  differences  between  male  and  mixed  groups.  In  all  six  of 
these  comparisons,  the  averages  for  mixed  groups  were  significantly  higher 
than  the  averages  for  male  groups  and  four  of  the  differences  occurred 
in  the  middle  time  period. 
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■teble  III-3 


GROUP  EVENT  RATINGS  FOR  TOTAL  & HIGH  STRESS  COMPANIES: 
AVERAGES  FOR  SAME  MALE  AND  MIXED  GROUPS  WITH  SAME  RATERS  ON 
SAME  EVENTS  IN  DIFFERENT  TIME  PERIODS 


Same  Groups , Same  Type  Time  Period 

Events,  Same  Raters  N of  Group  Begin  Middle  End 

In  Time  Periods: 


Total  Sample 


Begin  & End 

13 

Male 

4.7 

— 

4.9 

Mix 

4.8 

— 

4.8 

Begin  & Middle 

12 

Male 

*< 

5.H* 

— 

Mix 

Is.o 

*< 

6. of 

— 

Middle  & End 

8 

Male 

— 

4.9 

5.0 

Mix 

5.6 

5.1 

All  Time  Periods 

6 

Male 

5.2 

5.3 

5.3 

Mix 

5.3 

5.8 

5.6 

High  Stress  Only 

Begin  & End 

3 

Male 

5.3 

- ■- 

4.7 

Mix 

5.2 

— 

4.7 

Begin  & Middle 

1 

Male 

6.0 

6.0  . 

— 

Mix 

6.0 

6.0 

— 

Middle  & End 

1 

Male 

— 

3.0 

3.0 

Mix 

6.0 

3.0 

All  Time  Periods 

0 

Male 

— 

— 

— 

Mix 

Note:  Averages  are  based 

upon  adjusted 

ratings  (performance  rating  plus 

conditions  score). 

* Statistically  significant  at 

the  5Z 

level 
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. Individual  Event  Ratings. 

Average  individual  event  ratings  for  matched^  enlisted  men  and  women  in 
the  five  types  of  units  over  the  time  periods  are  given  In  Table  B-5 
In  y^pendix  B.  A summary  of  the  results  Is  shown  below. 


This  summary  reveals  no  striking  overall  differences  between  male  and 
female  performance  on  Individual  events  over  time.  During  the  pre-exercise 
period,  the  male  average  was  higher,  and  during  the  beginning  period,  the 
male  and  female  averages  were  the  same.  During  the  middle  period,  women 
were  rated  slightly  higher  than  men,  while  the  averages  for  the  two 
groups  were  Identical  during  the  end  period.  Ihese  minor  differences  did 
not  affect  overall  performance,  as  the  average  Individual  event  ratings 
were  the  same  (5.2  for  a total  of  403  observations)  for  matched  men 
and  women  In  all  five  types  of  companies  and  over  all  time  periods. 

Table  B-6  In  Appendix  B contains  the  average  individual  event  ratings 
for  matched  men  and  women  In  high  stress  companies  for  all  time 
periods  and  for  the  five  types  of  units.  Table  B-7  in  Appendix  B reports 
averages  for  the  low  stress  companies.  As  can  be  seen  In  the  summary 
below,  although  women  tended  to  receive  lower  ratings  than  men  In 
the  earlier  time  periods.  In  general  there  were  only  minor  discrepancies 
between  ctie  male  and  female  averages  for  both  the  high  stress  and  low 
stress  companies.  The  total  male  average  (5.3  for  144  observations) 
slightly  exceeded  the  total  female  average  (5.2  for  137  observations) 

In  the  high  stress  companies,  the  low  stress  companies,  the  total 
male  and  female  averages  were  identical  (5.1  based  on  259  observations 
for  men  and  266  observations  for  women).  Thus,  even  when  the  stress 
factor  was  taken  Into  account,  only  one  significant  male-female  difference 
can  be  seen  In  Table  B-6  and  B-7  In  Appendix  B,  and  this  difference  was 
not  based  on  all  units. 

Another  factor  which  might  have  been  related  to  differential  performance 
of  men  and  women  was  type  of  task  (common  and  unique).  Table  B-8  in 
Appendix  B shows  the  average  Individual  performance  ratings  of  matched 
men  and  women  on  common  tasks  In  the  five  types  of  units  over  time. 

Table  B-9  In  Appendix  B contains  the  averages  for  unique  tasks.  A 
summary  of  the  results  for  high  and  low  stress  companies  and  for  common 
and  unique  tasks  Is  given  below. 


^For  every  woman  who  was  given  an  Individual  event  rating,  an  attempt  was 
made  to  observe  a man  doing  the  same  task. 


*Statistlcally  significant  at  the  5%  level. 


The  only  statistically  significant  difference  in  these  data  was  the 
i:  difference  between  the  female  average  (4.8)  and  the  male  average  (5.2)  on 

I common  tasks  during  the  pre-exercise  period.  For  both  men  and  women  and 

for  both  common  and  unique  taskv> , there  was  a tendency  for  performance  to 
. Improve  through  the  middle  period  and  then  to  drop  during  the  end  period. 

: Although  the  total  male  average  (5.1  for  267  observations)  was  slightly 

» higher  than  the  total  female  average  (5.0  for  267  observations)  for  common 

' tasks  and  the  total  female  average  (5.4  for  136  observations)  was  somewhat 

1 higher  than  the  total  male  average  (5.2  for  136  observations)  for  unique 

! tasks,  neither  of  these  dif ferencv.*s  was  statistically  significant. 

Accordingly,  it  can  be  concluded  that  no  consistent  male-female  performance 
differences  were  found  when  Individual  events  were  divided  into  common  and 
unique  tasks. 

Individual  events  can  also  be  classified  by  clustering  those  MOS  tasks 
which  are  similar  to  each  other — e.g.,  clerical  jobs,  auto  repair  Jobs, 

I Of  13  categories  identified,  three  (clerical,  cook,  and  supply)  were 

j found  in  more  than  one  type  of  unit,  whlj.e  the  other  10  were  found  in  only 

one  type  of  unit.  Table  B-10  In  Appendix  B shows  the  average  individual 
I performance  ratings  for  this  classification  of  tasks  for  matched  men  and 

women  in  each  of  the  time  periods.  The  two  cases  in  which  significant 
differences  were  obtained  are  shown  below. 


Supply 

Telecommunication 

. 

Enlisted 

Personnel 

(3  types  of  units) 

(1  unit) 

The  male-female  difference  for  the  supply-type  jobs,  based  on  52 
matched  pairs,  was  statistically  significant  at  the  5%  level.  The 
difference  for  the  telecommunication-type  jobs,  based  on  63  matched 
pairs,  was  also  statistically  significant  at  the  5%  level.  None  of 
the  other  11  job  categories  had  statistically  significant  male-  ^ 
female  differences  on  individual  event  ratings.  Although  there  was  a 
sizeable  difference  between  the  male  average  (5.0)  and  the  female 
average  (4.2)  for  power  equipment  jobs,  the  averages  were  based  on 
only  seven  matched  pairs  and  thus  did  not  reach  statistical  signifi- 
cance . 

The  results  reported  above  have  shown  that  no  consistent  pattern  of 
male-female  differences  emerged  from  the  analyses  of  the  individual  event 
ratings.  Whether  the  ratings  were  considered  from  the  standpoint  of 
overall  results  or  whether  they  were  broken  out  by  level  of  stress, 
by  common  and  unique  tasks,  or  by  type  of  MOS  jobs,  the  results  were 
the  same:  no  regular  pattern  of  male-female  differences.  A tendency 
did  appear  for  both  men  and  women  to  receive  somewhat  lower  ratings 
during  the  earlier  time  periods.  Both  groups  also  received  their  highest 
ratings  during  the  middle  period  of  the  exercise.  This  latter  finding 
may  be  due  to  the  fact  that  environment  scores  were  highest  for  the 
middle  period  (during  which  inclement  weather  occurred),  thus  increasing 
the  middle  period  ratings.  It  should  also  be  noted  that  although  a few 
statistically  significant  differences  were  found,  these  differences  were 
not  unidirectional  in  nature.  Of  the  four  significant  differences 
found  between  men  and  women,  two  were  in  the  direction  of  higher 
male  averages  and  two  were  in  the  direction  of  higher  female  averages. 
Considering  the  number  of  statistical  tests  that  were  conducted,  some 
of  these  significant  values  might  have  occurred  by  chance. 

c . Dally  Performance  Ratings. 

Overall  performance  ratings  of  members  of  the  male  and  female  cohorts 
were  obtained  on  an  approximately  dally  basis  from  section  chiefs 
and  other  supervisors  by  Test  Directorate  NCO  data  collectors.  Ratings 
were  made  on  a scale  of  1 (inferior  performance)  to  7 (superior  perform- 
ance)2  and  recorded  on  Daily  Record  of  Work  Availability  and  Performance, 
Schedule  4,  forms.  Table  III-4  shows  the  average  performance  ratings  of 
matched  men  and  women  during  the  pre-exercise  time  period,  the  three 
periods  of  the  field  exercise,  and  the  total  time  period  (pre-exercise 
through  end-exercise).  Averages  were  based  on  the  average  rating 
received  by  each  individual  rated  during  a given  time  period.  Table 
III-4  shows  no  difference  in  average  dally  performance  ratings  for  men 
and  women  in  any  of  the  time  periods.  In  addition,  performance  ratings 
of  both  men  and  women  improved  over  time. 


^The  scale  appears  in  Part  II  of  this  report. 
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Table  III-5  shows  the  average  performance  ratings  of  a subset  of 
the  total  sample  of  men  and  women  presented  In  Table  III-4.  Ihis 
subset  consists  of  155  females  and  their  matching  males  from  the  male 
cohort  who  had  at  least  one  rating  In  each  of  the  three  time  periods. 

The  performance  ratings  In  Table  I1I-5  are  presented  separately  for 
soldiers  In  high  stress  companies,  low  stress  companies,  and  all  companies 
combined . 

The  results  of  an  analysis  of  variance  statistical  test  of  the  daily 
performance  data  based  on  the  155  matched  pairs  are  presented  In  Table 
III-6.  The  results  of  the  analysis  show  statistical  significance  only 
for  time  period  and  for  the  three-way  Interaction  of  time  period, 
gender,  and  stress.  Statistical  significance  of  time  period  Indicates 
that  time  Itself  had  an  effect  upon  performance:  the  scores  for  the 
combined  sample  of  men  and  women  improve  over  time . Statistical 
significance  of  the  time  period,  gender,  and  stress  Interaction  Is  very 
likely  due  to  the  relatively  low  score  obtained  by  women  in  the  high 
stress  companies  during  the  first  time  period. 

No  other  results  in  the  dally  performance  data  for  the  155  matched 
pairs  were  statistically  significant.  Although,  as  can  be  seen  In 
Table  III-5,  men  and  women  In  the  high  stress  companies  tended  to 
have  higher  scores  than  men  and  women  In  the  low  stress  companies, 

"stress"  by  Itself  did  not  affect  the  dally  performance  ratings.  Nor 
did  gender,  or  the  combinations  of  gender  and  time,  gender  and  stress, 
or  stress  and  time  affect  the  dally  performance  ratings. 

d.  Correlation  of  Dally  Performance  Ratings  and  Individual  Event 
Ratings. 

The  daily  performance  ratings  and  the  individual  event  ratings  were 
analyzed  to  Identify  individuals  who  received  both  types  of  ratings  for 
each  time  period  of  the  field  training  exercise  or  the  same  type  of 
rating  for  different  time  periods. 

Thus,  six  sets  of  data  resulted: 

Dally  Performance  - Beginning  (of  exercise) 

Dally  Performance  - Middle 
Dally  Performance  - End 
Individual  Event  - Beginning 
Individual  Event  - Middle 
Individual  Event  - End 
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Table  III -4 

AVERAGE  DAILY  PERFORMANCE  RATINGS  BY  SUPERVISORS 
FOR  REGULAR  DUTY  HOURS 


Time  Period 


Group 

Pre-FTX 

Begin 

Middle 

End 

Total 

EM 

Average 

5.7 

5.9 

5.9 

6.0 

5.9 

Number  of 

Ratings 

179 

191 

193 

189 

752 

EW 

Average 

5.7 

5.9 

5.9 

6.0 

5.9 

Number  of 

Ratings 

168 

186 

182 

181 

717 

Note ; Average  ratings  for  202  women  and  200  men  In  matched  pair 
data  set,  based  on  all  data  available,  regardless  of 
continuity  through  all  time  periods. 
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AVERAGE  DAILY  PERFORMANCE  RATINGS  OF  ALL  EM  AND  EW  IN  MATCHED  PAIRS 
FOR  HIGH  STRESS,  LOW  STRESS,  AND  ALL  COMPANIES  BY  TIME  PERIOD 


Members  of 

Time 

Period 

Matched  pairs 

Begin 

Middle 

End 

Total 

High  Stress 

EM  (N=47) 

6.1 

6.2 

6. 1 

6.1 

EW  (N-47) 

5.7 

5.9 

6.1 

5.9 

Low  Stress 

O!  (N-108) 

5.8 

5.8 

6.0 

5.9 

EW  (N-108) 

5.9 

5.8 

6.0 

5.9 

Total 

Q1  (N-155) 

5.9 

6.0 

6.0 

6.0 

EW  (N-155) 

5.8 

5.8 

6.0 

5.9 
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Table  III-6 

ANALYSIS  OF  VARIANCE  FOR  .)/  i-^RFORMANCE  RATINGS 


Source  of  Variance 


Deforce:,  >f 
Free  ti 


Between  subjects 


309 


A (Stress) 

B (Gender) 

AB 

Subj.  within  groups 


1 

I 

1 

306 


Within  subjects 


620 


C (Time  Period) 

AC 

BC 

ABC 

C X subj  within  groups 


2 

2 

2 

2 

612 


**  Statistically  significant  at  the  1%  level. 


Mean 

Square 


513.23 

220.59 

325.94 

224.96 


163.61 

30.21 

30.91 

85.82 

17.20 


F-Test 


2.28 

1.45 


9.51** 

1.76 

1.80 

4.99** 


i 


The  correlations  among  the  six  sets  of  data  for  the  total  sample  are 
reported  in  Table  III-7.  Tables  containing  correlations  for  the  male 
and  female  subsamples  can  be  found  In  Appendix  B (Tables  B-11  and  B-12). 

As  can  be  seen  In  Table  111-7,  all  within-instrument  correlations 
were  significant  at  the  .01  level.  Correlations  for  the  daily  performance 
ratings  among  the  three  time  periods  were  .79,  .72,  .85.  Correlations 
for  the  individual  event  ratings  among  the  same  time  periods  were  .49, 

.57,  and  .72.  Daily  performance  ratings  were  overall  ratings  obtained 
from  the  soldier's  usual  supervisor,  while  the  individual  event  ratings 
were  made  on  specific  tasks  which  could  vary  from  observation  to  obser- 
vation and  which  were  judged  by  different  pieople  (officer  evaluators  of 
the  Test  Directorate).  Hence,  it  would  be  expected  that  the  daily 
performance  ratings  would  have  had  higher  correlations  among  time 
periods  than  would  the  individual  event  ratings. 

Table  HI-7  also  reveals  that  correlations  between  the  two  instru- 
ments were  significant  for  the  beginning  and  end  periods  of  the  FTX  but 
not  for  the  middle  period.  Of  the  nine  cross-instrument  cross-time 
correlations,  all  but  two  were  significant.  This  result  provided 
evidence  for  the  validity  of  the  ratings  obtained  with  the  instruments. 
Although  ratings  obtained  from  the  two  instruments  varied  in  type  of 
rating,  rater,  and  time  of  rating,  most  of  the  correlations  were  signifi- 
cant. Accordingly,  greater  confidence  can  be  placed  in  the  data  collected 
by  both  methods. 

e.  Observational  Performance  Data 

One  of  the  reasons  for  the  REF  WAC  research  stemmed  from  the  concern 
that  female  performance  in  the  field  would  deteriorate  over  lengthy 
periods  of  time.  Some  individuals  with  experience  in  both  combat 
and  extended  field  conditions  thought  that  longer  periods  of, time 
would  adversely  affect  female  performance.  Accordingly,  the  averages 
! for  males  and  "others"  (females,  and  mixed  groups)  contained  in  all  of 

I the  preceding  tables  were  inspected  for  changes  in  performance  level 

' from  the  beginning  period  to  the  end  period  of  the  field  training 

exercise  for  the  three  types  of  observed  performance  ratings  (group 
event  ratings,  individual  event  ratings,  and  dally  performance  ratings) 

‘ by  level  of  stress  (high,  low)  and  type  of  task  (common,  unique).  As 

‘ noted  previously,  averages  -for  the  middle  period  were  generally  highest 

, of  all  the  time  periods.  Thus,  it  was  decided  to  contrast  the  beginning 

j with  the  end  period  since  this  comparison  afforded  the  best  opportunity 

f to  ascertain  whether  there  was  any  decrement  in  performance  due  to 

I stress  or  fatigue  from  being  in  the  field  for  an  extended  period  of 

time. 


I 
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Table  III-7 


INTERCORRELATIONS  OF  DAILY  PERFORMANCE  AND  ADJUSTED  INDIVIDUAL 
EVENT  RATINGS  ACROSS  TIME  PERIODS  FOR  TOTAL  SAMPLE 


(1) 

(2) 

(3) 

(4) 

(5) 

(6) 

(1) 

Dally  Performance 
Beginning 

1.00 

.79** 

(360) 

.72** 

(357) 

.25** 

(98) 

.29* 

(64) 

.26** 

(103) 

(2) 

Dally  Performance 
Middle 

1.00 

.85** 

(361) 

.29** 

(95) 

.15 

(67) 

.20* 

(101) 

(3) 

Dally  Performance 

End 

(100) 

.27** 

(94) 

.11 

(64) 

.23** 

(102) 

(4) 

Individual  Event 
Beginning 

1.00 

.49** 

(73) 

.57** 

(97) 

(5) 

Individual  Event 
Middle 

1.00 

.72** 

(78) 

(6) 

Individual  Event 

End 

1.00 

Note ; Number  of  cases  on  which  correlation  coefficient  is  based  is  shown 
in  parentheses  below  coefficient. 


* Statistically  significant  at  the  5%  level. 
**  Statistically  significant  at  the  1%  level . 


Of  20  comparisons  between  beginning  and  end  performance  ratings, 

15  showed  a performance  increase,  four  stayed  the  same,  and  one  showed 
a performance  decrement.  Male  performance  averages  increased  six  times 
and  stayed  the  same  four  times,  for  a total  gain  of  1.5  points  from 
the  first  to  the  last  time  period.  Female  averages  increased  nine 
times  and  decreased  once,  for  a net  gain  of  3.0  points.  Overall, 
both  male  and  female  performance  increased  from  the  beginning 
to  the  end  periods  of  the  exercise,  although  female  performance  showed 
a greater  average  increase  (statistical  significance  was  not  computed). 
Hence,  it  appears  entirely  possible  that  MAX  WAC  findings  of  no  difference 
in  unit  performance  due  to  content  of  women  would  have  remained  the 
same  for  a lO-day,  Instead  of  a three-day,  field  exercise. 

When  all  the  observed  REF  WAC  performance  data  (group  event  ratings, 
individual  event  ratings,  and  daily  performance  ratings)  were  viewed  in 
toto,  few  statistically  significant  differences  were  found  between  males 
and  "others"  (females,  or  mixed  groups).  When  all  differences  were 
considered  regardless  of  statistical  significance,  an  interesting 
pattern  was  found  in  the  data. 

For  group  event  ratings  and  individual  event  ratings,  a total  of 
32  comparisons  wp re  made  between  males  and  "others"  for  each  of  the 
three  time  periods  and  the  total  period,  separately  for  high  stress  and 
low  stress  companies  and  for  common  and  unique  tasks.  The  comparisons 
were  made  on  data  which  was  collapsed  across  type  of  unit.  Eight 
comparisons  were  made  between  the  male  and  female  cohorts  on  daily 
performance  ratings  in  the  three  time  periods  and  the  total  period, 
separately  for  high  stress  and  low  stress  companies.  Of  the  total  of  40 
comparisons,  there  were  20  higher  female/mixed  averages,  10  higher  male 
averages,  and  10  Instances  in  which  the  male  and  female/mixed  averages 
were  the  same.  Thus,  in  75%  of  the  comparisons  (30  out  of 
40),  the  female  or  mixed  averages  exceeded  or  were  the  same  as  the  male 
averages.  Although  these  differences  were  not  all  statistically  signifi- 
cant, this  result  provided  clear  evidence  that  during  the  field  training 
exercise,  the  performance  of  females/mixed  groups  was  not  inferior  to 
that  of  males. 

f . Questionnaire  Results  Relating  to  Performance  Data. 

(Xi  the  officer  and  NCO  posttest,  the  respondents  were  asked  to 
compare  the  general  performance  of  male  and  female  soldiers  during  REFORGER. 
The  responses  to  this  question  (item  40,  officer  and  NCO  posttests)  are 
presented  in  Table  III-8. 
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Table  III-8 


"IN  GENERAL,  HOW  DID  THE  PERFORMANCE  OF  WCMEN 
SOLDIERS  COMPARE  WITH  THE  PERFORMANCE 
OF  MEN  SOLDIERS  DURING  REFORGER?" 

(IN  %) 


Response 

Alternatives 

POSTTEST 

Off 

(N=145) 

ONLY 

NCO 

(N=470) 

Men  performed  better 

34 

42 

The  same 

56 

33 

Women  performed  better 

2 

4 

No  opportunity  to  observe  women 

8 

20 

Note.  Here  and  throughout  this  report  each  percentage 

figure  has  been  rounded  and,  therefore,  the  sum  of 
the  percentages  need  not  necessarily  total  to 
100. 


More  than  half  of  the  officers  and  about  a third  of  the  NCO's 
responded  that  there  was  no  difference  in  overall  male  and  female 
performance.  However,  substantial  minorities  of  both  groups  (34%  of  the 
officers,  and  42%  of  the  NCO's)  believed  that  men  performed  better. 

Only  a few  (2%  of  the  officers  and  4%  of  NCO's)  believed  that  women 
performed  better. 

Table  111-9  examines  responses  to  items  41-43  (which  asked  officers 
ind  NCO's  to  compare  male  and  female  performance  during  three  REFORGER 
time  periods),  and  these  results  revealed  a similar  pattern.  Again, 
approximately  half  of  the  officers  and  a third  of  the  NCO's  felt  there 
was  no  difference  in  male  and  female  performance  during  REFORGER,  while 
a quarter  to  a third  of  the  respondents  believed  women  had  done  worse. 
When  the  NCO  responses  were  broken  down  by  the  number  of  times  the 
respondents  had  worked  with  women  (Table  Ill-lO),  the  general  pattern 
emerged  tliat  Increased  work  with  women  resulted  in  lowe.'  evaluations  of 
female  performance  as  compared  to  evaluations  of  male  performance. 


■jn  the  officer,  NCO,  and  enlisted  post  tests,  respondents  were  asked 
how  well  they  thought  most  enlisted  men  and  enlisted  women  did  their 
unit  deftnse  and  house  laee  j i ng  ( tac  tic  ai,  -.osteiiaucc  ) jobs  and  their  other 
(MOS-related)  jobs  dur’ug  RFFORGCR.  Kcspi.nses  to  these  items  are  shown  in 
Table  B-' 1 and  B-la  in  Vppeudfx  a.  \s  \ whole,  officers,  NCO's  and  EM 


i 
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(but  not  EW)  gave  higher  ratings  to  EM  than  to  EW.  For  example,  93% 
of  the  officers,  83%  of  the  NCO's  and  78%  of  the  EM  thought  that  men 
did  good-excellent  MOS-related  jobs  compared  to  70%,  50%,  and  35%  of  the 
officers,  NCO's  and  EM,  respectively,  who  thought  EW  did  good-excellent 
jobs . 


j 

! 
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Table  III-9 

COMPARE  THE  PERFORMANCE  OF  MEN  AND 
WOMEN  SOLDIERS  DURING  REFORGER" 


(IN  %) 

Officers 

NCO's 

Response 

Alternatives 

First  Mid 

3 days  5 days 

(N  = 147)(N  = 146)(N 

Last 

3 days 
= 149) 

First  Mid  Last 

3 days  5 days  3 days 

(N  = 466)(N  = 467)(N  = 460) 

Performance  of  women 
deteriorated  more 

22 

36 

28 

28 

36 

33 

No  difference 

56 

44 

47 

36 

30 

31 

Performance  of  men 
deteriorated  more 

2 

3 

9 

7 

9 

8 

Don' t know 

19 

16 

16 

29 

25 

27 

These  questionnaire  data,  then,  do  not  wholly  support  the  performance 
data  which  were  obtained  from  officers  and  supervisors  who  observed 
the  soldiers'  performance  in  the  field.  Nc^te  that  the  questionnaire 
data  involved  opinions  of  performance  while  the  other  ratings  were 
based  on  observations  of  performance.  Hence  the  attitudinal  component 
was  probably  a stronger  factor  in  questionnaire  responses.  The  expla- 
nation of  this  discrepancy  is  not  immediately  apparent.  It  may  be  that 
what  is  operating  here  is  the  phenomenon  observed  in  social  psychology 
investigations,  in  which  members  of  a minority  are  often  evaluated  more 
favorably  as  individuals  than  is  the  minority  group  as  a whole.  There- 
fore, if  the  number  of  women  in  a group  goes  beyond  a certain  threshold, 
then  a group  rather  than  Individuals  are  perceived,  and  attitudes  become 
more  negative. 


I 
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Table  III-IO 


"CCWPARE  THE  PERFORMANCE  DETERIORATION  OF  MEN  AND 
WOMEN  SOLDIERS  DURING  REFORGER" 

- NCO  RESPONSES  BY  FREQUENCY  OF  WORK 
WITH  ENLISTED  WOMEN  SOLDIERS  DURING 
REFORGER  77- 
(IN  %) 


1 

f Frequency 

j of  work 

Response 

Alternatives 

First 

3 days 

Mid 

5 days 

Last 

3 days 

! 

1 

Deterioration: 

(N  = 101) 

(N  = 101) 

(N  = 97) 

! 

. Women  more 

14 

19 

16 

Never 

, No  difference 

19 

15 

14 

, Men  more 

6 

7 

4 

1 

, Don't  know 

61 

60 

66 

i 

Deterioration: 

(N  = 79) 

N = 79) 

(N  = 79) 

. Women  more 

23 

34 

30 

t 

1-8  Times 

. No  difference 

34 

22 

24 

. Men  more 

6 

11 

13 

. Don't  know 

37 

33 

33 

1 

|, 

Deterioration : 

(N  = 282) 

(N  ■=  283) 

(N  » 280) 

Everyday 

. Women  more 

36 

42 

39 

i or 

. No  difference 

42 

38 

40 

1 

’ Almost 

. Men  more 

7 

9 

9 

. Don't  know 

15 

11 

12 
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As  can  be  seen  in  the  summary,  only  one  accident  was  reported  (for 
a woman),  and  three  cases  of  AWOL  were  recorded  (for  men).  The  summary 
also  shows  21  instances  of  disciplinary  action  for  women  compared 
to  two  for  men.  Inspection  of  the  data  revealed  that  all  but  two 
of  the  female  Instances  involved  members  of  the  same  company.  Apparently 
these  19  disciplinary  actions  were  the  result  of  a single  incident  in  which 
the  majority  of  a truckload  of  women  patronized  a guesthouse  when  they 
should  have  returned  directly  to  their  unit's  area  of  operation  after 
showering . 


The  summary  also  shows  that  the  average  number  of  hours  per  day  women 
spent  on  sick  call  exceeded  the  average  number  of  hours  recorded  for  men 
(.19  hours  for  women;  .03  for  men)  and  that  women  were  sick  in  quarters 
more  frequently  than  men,  averaging  .28  hours  lost  per  day  for  this 
reason  compared  to  .06  hours  for  men.  Although  these  differences  were 
not  statistically  significant,  the  direction  of  the  differences  was 
supported  by  the  statistically  significant  results  found  in  the  question- 
naire data,  which  are  reported  In  Table  B-16  of  Appendix  B.  Questionnaire 
data  collected  both  before  and  after  REFORGER  showed  that  women  reported 
going  on  sick  call  more  frequently  during  the  preceding  month  than  men 
reported  for  the  same  period  of  time  (43%  of  EW  and  24%  of  EM  went  on 
sick  call  one  or  more  times).  A preliminary  inspection  of  the  Daily 
Record  data  indicated  that  men  and  women  in  high  stress  companies  did 
not  differ  in  amount  of  sick  call  time.  An  analysis  of  the  effect  of 
stress  on  work  availability  is  being  conducted. 
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Women  also  were  placed  on  special  duty  more  frequently  than  men. 

The  female  average  was  .58  hours  per  day  compared  to  the  male  average  of 
.35  hours  per  day.  This  male-female  difference  appeared  to  be  due  to 
women  being  assigned  more  hours  of  special  duty  in  the  maintenance, 
medical,  and  supply  and  transportation  units.  No  male-female  difference 
was  found  for  signal  units,  and  men  in  military  police  units  averaged 
more  time  per  day  on  special  duty  than  did  the  women  (.20  hours  for  men; 
.12  hours  for  women).  Inspection  of  the  data  suggests  that  some  women 
were  frequently  assigned  to  mess  hall  duty  and  to  guard  duty.  Men 
seemed  to  be  much  less  frequently  assigned  to  such  duty.  Further  analysis 
should  be  conducted  to  determine  why  the  total  special  duty  hours  for 
women  were  higher  than  those  for  men. 

The  amount  of  time  reported  in  the  "other"  category  appears  to  be 
high  for  both  men  and  women.  The  average  daily  hours  for  women 
(.3)  exceeded  that  for  men  (.2).  Preliminary  inspection  of  the  data 
indicated  that  a substantial  number  of  the  "other"  hours  were  classified 
as  "compensatory  time,"  which  in  turn  seemed  to  be  related  to  special 
duty  hours  spent  on  guard  duty.  Rirther  analysis  should  be  conducted 
to  identify  the  reasons  for  the  large  number  of  Instances  falling  Into 
the  "other"  category.  While  the  self-report  data  from  the  questionnaire 
and  the  information  obtained  from  supervisors  concerning  the  amount  of 
sick  call  taken  during  REFORGER  validate  each  other,  results  from 
another  questionnaire  item  did  not  substantiate  the  findings  of  the 
first  two  types  of  data.  Table  B-17  in  Appendix  B contains  the  responses 
to  the  item  "Who  went  on  sick  call  more  often  during  REFORGER  77?"  The 
answers  of  the  male  and  female  respondents  are  summarized  below. 


Men  went 

Vfomcru  went 

There  was 

Enlisted  Personnel 

more  often 

more  often 

no  difference 

Q1  (X  responding) 

13 

30 

57 

EW  (Z  responding) 

38 

10 

53 

Although  the  self-reports  and  the  supervisors'  reports  clearly 
demonstrated  that  women  went  on  sick  call  more  often  than  men,  ’.he 
majority  of  both  the  enlisted  male  and  female  questionnaire  respondents 
said  there  was  no  difference.  Of  those  who  reported  a difference,  men 
felt  that  women  went  on  sick  call  more  frequently  and  women  felt  that 
men  went  on  sick  call  more  frequently. 
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The  summary  of  wr’-k  availability  and  nonavailability  presented  above 
shows  that  women  worked  fewer  hours  than  men.  The  average  number 
of  assigned  hours  dally  was  12.0  for  men  and  11.2  for  women.  Even 
though  women  averaged  more  special  duty  hours  (.6)  than  men  (.4), 
this  difference  did  not  compensate  for  the  difference  in  assigned  --hours. 
The  data  obtained  from  the  questionnaire  item  relating  to  amount  of 
work  partially  supported  the  results  obtained  from  the  supervisors' 
reports.  A summary  of  the  responses  to  the  item  "During  REFORGER  77, 
who  worked  the  most  hours?"  is  presented  below. 


Enlisted  Personnel 


Men 

worked  more 


Women 

worked  more 


There  was 
no  difference 


EM  (%  responding) 
EW  (%  responding) 


The  majority  of  the  enlisted  male  respondents  (63%)  perceived,  correctly, 
that  men  worked  more  hours  during  REFORGER  than  women  did,  although  about 
a third  of  them  believed  there  was  no  difference  in  hours  worked.  Only 
a very  small  percentage  of  men  (3%)  believed  women  worked  more.  A high 
percentage  of  enlisted  female  respondents  (72%),  on  the  other  hand, 
reported  that  there  was  no  difference  in  hours  worked,  with  only  18%  of 
women  believing  that  men  worked  more  and  11%  that  women  worked  more. 

For  both  male  and  female  respondents,  then,  the  percentages  responding 
that  women  worked  more  were  smaller  than  the  percentages  responding 
that  men  worked  more  or  that  there  was  no  difference. 

Hence,  data  obtained  from  the  male  respondents  corroborate  the 
supervisors'  reports  of  more- work  for  men.  Data  from  females  did 
not  reflect  either  the  situation  perceived  by  the  enlis’ted  men  or 
reported  by  the  supervisors. 


2.  UTILIZATION  OF  ENLISTED  MEN  AND  ENLISTED  WOMEN 

a.  Judgments  of  MOS  as  to  Difficulty  for  Average  Female  because 


of  Physical  Requirements. 


Ihe  21  MTOE's  (organizational  tables)  in  the  five  types  of  units 
evaluated  under  REF  WAC  77  contained  98  different  MOS.  Judgments  were 
compiled  from  two  sources  as  to  the  difficulty  for  the  average  woman  of 
performing  tasks  in  the  MOS  because  of  the  physical  requirements  of 
the  job:  (1)  the  Test  directorate  officer  evaluators,  and  (2)  the  ARI 
questionnaire  supplement  administered  to  supervisors  immediately 
following  the  field  exercise.  The  ARI  supplement  contained  nine  MOS 
which  were  not  assessed  by  the  Test  Directorate.  Also,  there  were 
nine  MOS  evaluated  by  the  Test  Directorate  which  did  not  appear  on  the 
ARI  questionnaire  supplement. 
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REF  WAC  Test  Directorate  assessments  of  MOS  difficulty  were  based 
on  the  Individual  and  group  rating  modules  judged  by  the  five  officer 
observer  teams,  the  judgments  of  the  team  members,  and  comments  from 
supervisors  of  units  with  female  content.  Assessments  of  1,  2,  or  3 
were  given  on  the  following  basis:  1 indicates  that  all  tasks  In  the 
MOS  can  be  performed  by  women  in  a field  environment;  2 indicates  that 
most  but  not  all  tasks  of  the  MOS  can  be  performed  by  women  In  a field 
environment;  3 Indicates  that  few  of  the  tasks  are  within  the  physical 
capability  of  women.  Ratings  of  1 were  given  to  45  MOS;  ratings  of  2 
were  given  to  34  MOS;  only  one  MOS  (telephone  Installer/lineman,  36C) 
was  rated  3.  In  every  Instance  in  which  it  was  decided  that  women  could 
not  perform  a task,  the  reason  was  judged  by  Test  Directorate  personnel 
to  be  lack  of  upper  torso  strength.  A complete  listing  of  all  MOS  is 
given  in  Table  B-18  in  Appendix  B,  with  MOS  designation  and  title, 
followed  by  the  Test  Directorate  assessment.  (Tables  B-19  to  B-23  in 
Appendix  B contain  data  from  the  five  types  of  companies  upon  which 
Table  B-18  is  based.) 


ARI  posttest  questionnaires  contained  a supplement  for  supervisors 
which  was  filled  out  by  a total  of  167  officers  and  393  NCO's  in  the 
five  different  types  of  units.  There  were  21  different  forms  of  the 
supplement  representing  21  different  MTOE's  and  a total  of  89  different 
MOS.  (See  Appendix  A,  pages  105-114,  for  a sample  of  the  supplemental 
qqestionnaire  forms.)  .Each  officer  or  NCO  responded  only  to  the  MTOE 
specific  to  his  or  her  company,  or  companies  if  the  officer  was  at 
battalion  level.  Page  8 of  the  questionnaire  asked  the  respondent  to 
check  any  MOS  presenting  problems  for  women  because  of  the  physical 
requirements  of  the  job.  In  Table  B-18  in  Appendix  B,  responses  are 
summarized  for  each  MOS  for  both  officers  and  NCO's.  The  column  headed 
N indicates  the  total  number  of  officers  or  NCO's  who  had  a chance  to 
evaluate  each  MOS  in  a given  MTOE.  The  percentage  in  the  next  column  is 
the  percentage  of  the  total  number  who  checked  the  MOS. 


A comparison  of  officer  and  NCO  responses,  summarized  from  Table  B-18 
in  Appendix  B,  is  presented  in  Table  III-ll.  The  number  of  officers  and 
NCO's  checking  each  MOS  is  represented  by  the  rows  and  columns  of  this 
table.  Three  intervals,  corresponding  essentially  to  the  lower,  middle, 
and  upper  one-third  of  the  percentage  range,  are  used.  Each  MOS  is 
represented  in  one  of  the  cells  whose  meaning  is  defined  by  the  row  and 
column  headings  of  the  table.  Thus  one  sees  that  61  MOS  were  checked  by 
33%  or  fewer  of  the  officers  and  NCO's.  Similarly,  17  MOS  were  checked 
by  34%  to  66%  of  both  the  officers  and  the  NCO's  while  only  one  MOS  was 
checked  by  both  33%  or  less  of  the  officers  and  from  34%  to  66%  of  the 
NCO's.  Thus,  the  categorization  of  MOS  that  places  them  in  the  diagonal 
cells,  those  with  61,  17  and  five  MOS's  respectively,  represent  agreement 
(within  the  broad  Intervals  used  in  the  table)  between  officers  and 

NCO's.  The  six  MOS  which  fall  in  the  off  diagonal  cells  of  the  table  i 

represent  the  only  disagreements  shown  in  this  table.  ‘ 
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MOS  CHECKED  AS  PHYSICALLY  DEMANDING  FOR  EW: 
COMPARISON  OF  OFFICER  AND  NCO  RESPONSES 


Percentages 
of  Officers 
Checking  MOS 

Percentages 

of  NCO's  Checking  MOS 

0-33% 

34-66%  67-100% 

0-33% 

61 

1 

34-66% 

4 

17 

67-100% 

- 

1 5 

Since  61  MOS  were  checked  as  presenting  problems  for  the  average 
woman  by  only  0%-33%  of  both  the  officers  and  NCO's,  this  indicates  that 
most  officers  and  NCO's  considered  these  61  MOS  as  physically  suitable 
for  women.  Kcamples  of  MOS  seldom  or  never  checked  as  physically  too 
demanding  for  the  average  female  are: 

71B,  Clerk-Typist 

71L,  Administrative  Specialist 

75B,  Unit  Clerk 

Ihe  five  MOS  that  were  checked  by  66%-100%  of  both  the  officers  and 
NCO's  reflected  that  a substantial  proportion  of  both  groups  felt  that 
these  five  MOS  were  physically  too  demanding  for  the  average  women. 

These  MOS  are : 

36C,  Telephone  Installer/Lineman 
51A,  Construction/Utilities  Worker 
63B,  Wheel  Vehicle  Mechanic 
63C,  Track  Vehicle  Mechanic 
63F,  Recovery  Specialist 

I 

In  general,  it  can  be  concluded  that  officers  agreed  with  NCO's  on  the 
degree  to  which  MOS  were  Judged  to  present  physical  problems  for  the  I 

average  woman . 

Table  111-12  below  further  summarizes  the  data  from  Table  B-18,  1 

comparing  the  assessments  by  the  Test  Directorate  of  MOS  in  categories  1 

1,  2,  or  3 with  the  percentages  of  checks  by  officers  and  NCO's  on  the  ARI  1 

questionnaire  supplement. 
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Table  III-12 

COMPARISON  OF  NUMBER  OF  MOS  ASSESSED  BY  TEST  DIRECTORATE 
AS  1,  2,  OR  3 WITH  NUMBER  CHECKED  BY  VARYING  PERCENTAGES 
OF  OFFICERS  AND  NCO's 


Test  Percentages  Checking  MOS 

Dir  Officers 

Category  0-33%  34-66%  67-100%  0-33% 


NCO's 

0-33%  34-66%  67-100% 


I 


For  both  officer  and  NCO  respondents,  there  was  a great  deal  of  agree- 
ment with  the  Test  Directorate  assessment  of  which  MOS  were  in  category 
1.  Not  many  (less  than  34%)  of  the  officers  thought  that  most  (40  out 
of  45)  of  the  MOS  given  a "I"  by  Test  Directorate  personnel  were  physically 

difficult  for  women.  Similarly,  less  than  34%  of  the  NCO's  checked  42 

out  of  the  45  MOS  as  physically  too  difficult  for  women.  There  was 

somewhat  less  agreement  with  the  Test  Directorate  assessment  of  MOS  in 

category  2.  Only  19  and  18,  respectively,  of  the  34  MOS  given  a "2"  by 
the  Test  Directorate  were  checked  by  34%  or  more  of  the  officers  and 
NCO's.  There  was  complete  agreement  on  the  physical  difficulty  of  the 
tasks  in  MOS  36C  which  was  given  a rating  of  "3”  by  the  Test  Directorate 
and  checked  by  100%  of  the  officers  and  86%  of  the  NCO's. 

In  summary,  the  two  sources  generally  agreed  in  judgments  of  physical 
difficulties  posed  by  the  various  MOS,  but  this  agreement  was  not 
perfect,  probably  because  of  the  diversity  of  situational  requirements. 

It  may  be  noted  that  several  of  the  MOS  which  were  rated  2 by  the  Test 
Directorate,  yet  were  checked  a low  percentage  of  the  time  on  the  supplement, 
were  in  the  signal  type  of  unit,  e.g.,  05C  (radio  teletype  operator); 

72C  (central  office  switchboard  operator);  72E  (telecommunications  center 
specialist);  31S  (field  general  communications  security  repairman);  31T 
(field  systems  communications  security  repairman).  It  is  possible  that 
Test  Directorate  evaluators  were  attending  to  problems  of  set-up,  whereas 
questionnaire  respondents  were  addressing  normal  operation  after  set-up, 
which  may  not  be  physically  difficult. 

No  differentiation  or  difficulty  by  skill  level  was  attempted. 

For  some  MOS,  it  could  well  be  that  women  might  not  be  able  to  perform 
all  normal  tasks  encountered  at  the  entry  and  intermediate  levels  but 
could  perform  at  the  40  and  50  skill  levels  where  more  supervisory  and 
administrative  duties  are  Involved.  It  is,  of.  course,  highly  questionable 
that  good  NCO's  could  be  developed  from  soldiers  who  could  not  be 
assigned  to  the  lower  skill  levels.  However,  it  would  appear  that,  if 
some  EW  could  be  assigned  to  these  more  physically  difficult  MOS,  there 
should  be  no  problems  associated  with  promotion  of  these  EW  as  far  as 
MOS-related  duties  are  concerned.  Their  qualification  to  accomplish  NCO 
tactical  duties  poses  a separate  question. 
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Observations  made  by  officer  evaluators  during  REFORGER  indicated 
no  reason  why  women  could  not  be  trained  and  assigned  in  all  MOS  listed. 
Teamwork  could  often  accomplish  the  tasks  observed  in  category  2 MOS  that 
women  could  not  perform  alone.  In  some  MOS  the  physical  tasks  that  are 
too  difficult  for  a woman  could  readily  be  accomplished  by  either  two 
women  or  a woman  and  a man:  many  of  these  tasks  require  such  a small 
percentage  of  the  total  work  time,  commonly  in  a work  situation  wh^re 
assistance  is  available,  that  doubling  up  makes  a trivial  demand  on  the 
total  working  time. 

b.  Assignments  to  MTOE’s 

The  21  forms  of  the  supplement  to  the  ARI  posttest  questionnaire 
assessed  two  variables.  The  first  variable  was  appropriateness  of  women 
for  company  MOS  and  the  second  was  physical  difficulty  of  MOS  for  the 
average  woman.  The  second  variable  was  discussed  in  the  preceding 
section.  Information  derived  from  analysis  of  the  physical  difficulty 
variable  provided  the  foundation  for  analyzing  appropriateness.  Ihe 
difficulty  variable  was  used  to  determine  "hard"  and  "easy"  MOS  in  each 
MTOE.  Those  MOS  which  the  respondents  rarely  or  never  checked  were 
defined  as  "least  physically  demanding"  (or  ”ec.sy")  MOS  and  those 
I checked  by  a sizeable  percentage  of  the  responden'-s  were  defined  as 

I "most  physically  demanding"  (or  "hard")  MOS.  Soa  '03  were  considered 

hard  or  easy  in  some  MTOE's  but  not  in  others.  Wfiether  or  not  an  MOS 
was  considered  hard  or  easy  was  relative  to  the  MOS  in  the  MTOE. 

Pages  3 - 7 of  the  supplemental  questionnaire  assessed  the  appropriate- 
ness of  women  for  company  MOS.  These  pages  instructed  the  respondent  to 
assign  a given  number  of  personnel,  not  exceeding  the  authorized  number 
for  each  MOS,  across  the  set  of  MOS  authorized  for  his  or  her  company. 

The  respondent  was  asked  to  make  the  assignments  under  five  different 
instructions;  under  10%,  35%,  and  50%  levels  of  female  fill  and 
under  10%  and  35%  levels  of  male  fill. 

Results  were  analyzed  in 'terms  of  the  hard/easy  classification  of  MOS 
within  each  of  20  MTOE's.^  Tables  B-24  to  B-43  in  Appendix  B present, 
under  columns  headed  "0,"  the  observed  average  numbers  of  women  and  men 
assigned  to  hard  and  to  easy  MOS  for  each  instruction  as  well  as  the 
differences  between  average  numbers  assigned  at  the  10%  and  35%  levels 
to  easy  MOS,  for  women,  and  to  hard  MOS,  for  men.  (Incremental  assign- 
ments— differences  between  10%  and  35%  assignments — to  hard  MOS  for  women 
and  to  easy  MOS  for  men  are  not  shown  because  women  and  men  were  not 
expected  to  be  overassigned  to  hard  and  easy  MOS,  respectively.)  Table 
B-18  shows,  for  example,  that  of  nine  women  (q>9)^  to  be  assigned 
under  the  35%  female  instruction,  the  eight  officers  responding  to  this 
instruction  assigned  numbers  of  women  which  averaged  out  to  .1  women 
(one  of  the  eight  officers  assigned  a woman  to  MOS  63B:  1/8  was  rounded 
to  .1)  across  all  respondents  to  the  most  demanding  MOS  in  the  MTOE. 

The  total  number  of  respondents  to  the  questionnaire  is  given  on  the 


^ One  MTOE  was  dropped  from  the  analysis  because  of  the  small  number 
of  respondents  (N-3). 

^ q ■ 35%  of  27  (total  authorized  strength  for  MTOE)  ••  9 
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left-hand  side  of  the  tables.  Hie  number  of  respondents  to  each  instruc- 
tion may  have  varied  somewhat  from  the  total  number  and  the  data  reflect 
this  variation.  For  example,  incremental  interval  assignment  data  was 
based  on  individuals  who  responded  to  both  the  10%  and  35%  Instructions 
whereas  10%  and  35%  assignment  data  were  each  based  on  all  individuals 
responding  to  each  respective  Instruction.  Also  presented  in  Tables 
B-24  to  B-43,  in  the  third  column,  are  the  summed  authorized  strengths 
of  the  hard  and  easy  MOS  in  the  MTOE. 

iThe  average  number  of  women  placed  in  an  MOS  position  does  not  by 

Itself  supply  sufficient  Information  to  delineate  the  policies^  followed 
by  respondents  in  making  the  hypothetical  assignments.  However,  this 
information  can  reject  the  possibility  that  some  policies  were  used  by 
I;  certain  respondents  and  provide  an  Increased  credibility  that  other 

' alternative  policies  were  utilized.  The  {jolicies  that  can  in  some 

|i  Instances  be  rejected  or  supported  (but  not  proved)  include:  whether 

women  were  concentrated  in  physically  easy  MOS,  whether  men  were 
j concentrated  in  physically  hard  MOS,  vdiether  assignments  were  made  in  a 

proportional  manner  or  whether  other  suitability  criteria  were  used  in 
making  assignments.  Proportional  assignment  of  women  does  not  necessarily 
mean  gender-free  assignment.  Some  Individuals,  given  no  choice  but  to 
assign  women  to  their  MTOE,  may  decide  that  the  best  approach  is  to 
; spread  the  women  as  evenly  as  possible  throughout  the  MTOE,  thus  minimizing 

the  adverse  impact  which  they  think  the  presence  of  any  women  might  have. 

j Accordingly,  the  results  from  the  20  forms  of  the  supplemental 

questionnaire  were  analyzed  on  the  basis  of  three  hypotheses:  (1)  the 
<i  "proportionality"  hypothesis  which  states  that  assignments  at  any  given 

level  of  fill  will  be  made  in  proportion  to  the  number  of  authorized 
' positions,  (2)  the  "concentration"  hypothesis  which  states  the  inverse, 

that  men  will  be  overassigned  (in  the  sense  of  being  assigned  in  greater 
numbers  than  would  be  dictated  by  a proportionality  policy)  to  traditional 
male  jobs  which  are  most  physically  demanding  and  that  women  will  be 
overassigned  to  traditional  female  jobs  which  are  leatt  physically 
demanding,  and  (3)  the  "incremental  concentration”  hypothesis  which 
states  that  those  who  use  a concentration  assignment  policy  at  the  10% 
level  will  also  use  this  concentration  assignment  policy  with  respect  to 
' the  Incremental  assignment  (difference  between  35%  and  10%  level  asslgn- 

j ments);  the  hypothetical  value  against  which  tests  can  be  made  is  2.5 

times  the  number  assigned  at  the  10%  level. 


^In  this  context,  "policy"  is  used  as  in  the  professional  literature 
relating  to  "policy-capturing,"  not  in  terms  of  "DA  policy." 
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To  test  the  "proportionality”  hypothesis,  expected  values  under  the 
hypothesis  were  computed:  the  number  of  people  which  one  would  expect  to 
be  assigned  to  hard  and  easy  MOS  was  calculated  for  each  level  of  fill 
(10%,  35%,  50%  female;  10%,  35%  male)  and  for  the  10%  to  35%  incremental 
intervals.  The  expected  numbers  for  10%  and  35%  levels  and  the  10%-35% 
incremental  intervals  are  given  in  Tables  B-24  to  B-43  under  columns 
headed  Ep  and  where: 


Ep=  expected  number  of  assignments  at  a given  fill  level 
under  the  "proportionality"  hypothesis, 

Ejp=  expected  number  of  assignments  for  10%-35%  incremental 
interval  under  the  "proportionality"  hypothesis. 

For  example,  the  expected  number  of  assigned  women  in  Table  B-24  for 
easy  MOS  at  the  10%  level  is  10%  of  3 (authorized  strength)  = .3  and  the 
number  expected  for  the  incremental  difference  between  the  10%  and  35% 
fill  levels  for  women  is  25%  of  3 = .75  rounded  off  to  .8.  The  expected 
numbers  of  assignments  at  each  fill  level  and  10%-35%  incremental 
Intervals  were  then  compared  to  the  observed  average  numbers  of  assignments 
by  means  of  statistical  tests.  If  a difference  between  expected  and 
observed  values  was  not  statistically  significant,  then  this  provided 
support  for  the  "proportionality"  hypothesis. 

The  "concentration"  hypothesis  was  tested  indirectly  in  that  a 
hypothetical  concentration  value  could  not  be  computed.  This  hypothesis 
was  considered  supported  if  the  difference  between  the  average  number 
assigned  at  a given  fill  level  and  the  expected  number  under  the  "propor- 
tionality" hypothesis  was  statistically  signficant  in  the  specified 
direction,  i .e . , overassignment  of  women  to  easy  MOS  or  overassignment 
of  men  to  hard  MOS, 

The  "incremental  concentration"  hypothesis  could  best  be  examined 
by  subtracting  the  average  number  assigned  under  the  10%  instruction 
from  that  assigned  under  the  35%  instruction  and  comparing,  by  means  of 
statistical  tests,  this  Incremental  difference  to  the  incremental  value 
expected  under  the  "incremental  concentration"  hypothesis.  The  expected 
numbers  of  assignments  for  10%-35%  increments  under  the  "incremental 
concentration"  hypothesis  are  given  in  Tables  B-24  to  B-43  under  columns 
headed  , where  : 

E^(,  = expected  number  of  assignments  for  10%-35%  incremental  interval 
under  the  "incremental  concentration"  hypothesis. 

For  example,  in  Table  B-24  for  easy  MOS,  the  number  expected  under  the 
"incremental  concentration"  hypothesis  is  2.5  X ,5  (average  number  of 
women  assigned  at  the  10%  level)  = 1.25  rounded  off  to  1.3. 
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Statistically  significant  results  are  indicated  by  asterisks  in 
Tables  B-24  to  B-43.  Summaries  of  major  elements  of  the  20  tables  are 
contained  in  Tables  III-13  and  III-14,  Table  III-13  summarizes  how  many 
times  the  observed  average  number  was  higher  than,  lower  than,  or  equal 
to  the  expected  number  to  be  assigned  under  the  "proportionality" 
hypothesis  for  least  demanding  MOS  for  the  10%  female  fill  and  for  most 
demanding  MOS  for  the  10%  male  fill. 


Table  III-13 


NUMBER  OF  OFFICER  AND 
PROPORTIONAL  VALUES 

NCO 

(Ep) 

OBSERVED 
AT  THE 

VALUES  HIGHER 
10%  LEVEL  FILL 

OR 

OF 

LOWER  THAN 
EM  AND  EW 

EXPECTED 

Officer 

NCO 

Total 

Number  of : 

BW 

EM 

EM 

EM 

04 

EM 

Observed  values 

HIGHER  than  Ep 

19 

15 

18 

16 

37 

31 

Observed  values 

LOWER  than  Ep 

1 

4 

2 

4 

3 

8 

Observed  values 

EQUAL  to  Ep 

0 

1 

0 

0 

0 

1 

Observed  values  which  are  higher  than  expected  values  give  support 
to  the  "concentration"  hypothesis,  ^k)st  of  the  observed  values  for  both 
the  10%  female  fill  and  the  10%  male  fill  were  higher  than  expected 
values  and,  of  these  differences,  the  majority  were  statistically 
significant.  Also,  officers  and  NCO's  tended  to  agree  in  their  assign- 
ments. Ihis  finding  demonstrated  that,  at  the  10%  level  of  female  fill, 
women  were  generally  overassigned  to  the  least  demanding  MOS.  The  same 
pattern  was  true  with  men  at  the  10%  level.  They,  too,  were  not  assigned 
proportionally  to  the  most  physically  demanding  MOS  but  generally  were 
concentrated  in  these  MOS.  In  general,  then,  at  the  10%  level,  assignments 
of  men  and  women  were  concentrated  in  the  traditional  male  and  female 
jobs,  respectively. 
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Table  III-14  presents  the  data  for  the  10%  to  35%  increment  Interval 
for  both  men  and  women  for  NCO  and  officer  responses.  The  table  shows  the 
number  of  times  observed  values  were  higher  or  lower  than  the  expected 
number  to  be  assigned  under  the  "incremental  concentration"  hypothesis, 
separately  for  MTOE's  in  which  the  "proportionality"  hypothesis  for  the, 

10%  fill  level  was  rejected  with  statistical  significance  (lending 
support  to  the  "concentration"  hypothesis)  and  for  MTOE's  in  which  the 
"concentration"  hypothesis  was  not  well  defined.  The  "incremental 
concentration"  hypothesis  is  meaningfully  pursued  for  the  incremental 
assignment  (difference  between  10%  and  35%  assignments)  only  when  the 
"proportionality"  hypothesis  for  the  10%  level  assignment  can  be  rejected 
at  the  .05  level  of  significance  for  a difference  in  the  direction  which 
supports  the  "concentration"  hypothesis.  Hence,  one  should  look  at  the 
differences  between  observed  values  and  expected  values  under  the 
"incremental  concentration"  hypothesis  only  for  those  companies  in  which 
the  10%  level  assignments  were  higher  than  Ep  to  a statistically 
significant  extent. 

It  can  be  seen  in  the  upper  portion  of  Table  III-14  which  concerns 
MTOE's  in  which  the  "proportionality"  hypothesis  at  the  10%  level  was 
rejected  that  the  majority  of  observed  values,  for  both  officers  and 
NCO's,  were  lower  than  values  expected  under  the  "incremental  concentration" 
hypothesis.  Of  these  44  values  that  were  lower  than  Ej^^  if’  life 

direction  of  E^p)  about  two-thirds  (28)  were  significantly  lower  than 
Ej^j,  (at  the  5%  level  of  statistical  significance).  Only  seven  of  the 
observed  values  were  higher  than  incremental  concentration  expected 
values  (Ej^j.),  and  of  these,  four  were  significantly  higher  than  the 
expected  values.  These  four  Instances  involved  either  maintenance  or 
supply  and  transportation  companies.  The  physically  more  demanding  jobs 
in  these  units  did  not  correspond  to  those  most  likely  to  be  assigned  to 
FAST  or  Contact  teams;  this  felt  need  to  consider  the  suitability  of 
female  soldiers  for  inclusion  on  Jihese  teams  that  work  with  combat 
brigade  personnel  well  forward  of  most  support  unit  activitifes  may  have 
taken  precendence  over  consideration  of  physical  difficulty  of  MOS  tasks 
in  these  units.  No  direct  statistical  test  of  this  suitability  hypothesis 
was  made  because  the  presence  of  this  effect  had  not  been  anticipated 
prior  to  the  examination  of  results. 

Table  III-14  shows  that  the  "incremental  concentration"  hypothesis 
was  not  supported  in  the  10%  to  35%  Increment  interval,  as  women  were  not 
concentrated  (overassigned)  in  the  least  physically  demanding  MOS  and 
men  were  not  concentrated  in  the  most  physically  demanding  MOS.  There- 
fore, it  can  be  concluded  that  when  two  and  a half  times  as  many  more 
women  were  to  be  assigned  (the  difference  between  the  10%  and  35% 
levels)  , there  was  a tendency  to  spread  job  assignments  more  equitably 
among  men  and  women,  thus  making  assignments  in  a more  proportional 
manner  in  the  10%-35%  increment  interval  than  was  done  at  the  10%  level. 
When  the  male  proportion  was  Increased  to  as  much  as  35%,  men  were  also 
assigned  more  proportionally.  Hence,  the  data  from  the  supplemental 
questionnaire  appear  to  show  a pattern  of  increasing  proportionality  of 
assignments  as  the  proportion  of  either  males  or  females  increases. 
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Table  III-14 


1 


THE  ElELATIONSHIP  OF  OFFICER  AND  NCO 
OBSERVED  INCREMENTAL  INTERVAL  (10%-35%)  VALUES 
TO  EXPECTED  INCREMENTAL  CONCENTRATION  (E^c)  VALUES 


Officer 

NCO’s 

EW 

EM 

EW 

EM 

MTOE's  in  which  Pro- 
portionality Hypothesis 
at  10%  level  is  rejected 
with  statistical  significance 

Observed  values 

Lower  than  E^^ 

10 

9 

14 

11 

Observed  values 

Higher  than  E^^ 

_2 

_0 

_3 

Total 

11 

12 

14 

14 

MTOE’c  in  which  Incremental 
Concentration  Hypothesis  is 
not  well  defined 

Observed  values 

Lower  than  Ei^ 

6 

6 

2 

4 

Observed  values 
higher  than  Ei^ 

2 

2 

3 

2 

No  information 

1 

0 

1 

0 

Total 

9 

8 

6 

6 
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One  of  the  important  implications  of  these  findings  is  that  factors 
other  than  physical  strength  enter  the  decision  making  process  about 
assignments  of  women.  For  instance,  in  the  posttest  officer  and  NCO 
questionnaires,  respondents  were  asked  to  check  the  factors  which 
contributed  to  task  failure  due  to  too  many  women.  (These  data  are 
reported  in  Table  B-44  in  Appendix  B.)  The  factor  checked  most  often  by 
NCO's  was  that  failed  tasks  were  unsuitable  for  women  because  too  much 
strength  was  required.  However,  NCO*s  checked  the  item  alternative 
"tasks  were  unsuitable  for  women  for  reasons  other  than  strength"  almost 
the  same  number  of  times.  NCO's  also  indicated  that  inappropriate 
training,  the  factor  most  often  chosen  by  officers,  was  a major  reason 
for  failure.  These  attitudes  of  unit  leaders  suggest  that  accomplishment 
does  not  depend  solely  on  physical  strength. 


3.  DEPLOYABILITY 

Prior  to  the  field  exercise  ,• information  was  collected  both  at 
Fort  Riley  and  in  Germany  on  deployability  of  both  men  and  women.  Forms 
were  developed  for  gathering  the  data  from  two  primary  sources:  company 
records  and  interviews  with  supervisors  and  nondeployables. 

Table  III-15  summarizes  for  the  companies  in  REF  WAC  the  numbers 
available,  the  numbers  nondeployable , and  the  percentages,  for  men  and 
women  separately.  This  table  shows  that  15%  of  the  available  men  were 
nondeployable  versus  29%  of  the  women.  Percentages  were  approximately 
alike  for  Europe-based  troops  and  Fort  Riley-based  troops  and  did  not 
differ  essentially  from  the  overall  percentages. 

Table  III-16  presents  a percentage  breakout  for  men  and  women  of  the 
reasons  that  were  identified  for  nondeployability.  It  can  be  noted  that 
11%  of  the  women  who  could  have  been  assigned  were  nondeployable  for 
personal  reasons,  in  comparison  with  2%  of  the  men.  On  the  other  hand, 
as  one  might  expect,  the  percentages  for  men  and  women  are  more  similar 
(12%  versus  15%)  for  administrative  reasons.  A report  now  in  process 
will  provide  more  detailed  analysis  of  deployability  results. 

4.  QUESTIONNAIRE  RESULTS 

a.  Demographic  Characteristics  of  Sample. 

Both  the  pretest  and  posttest  enlisted  questionnaires  were  a source 
of  information  about  the  background  of  the  personnel  involved  in  the 
REFORGER  exercise.  Billsted  men  and  women  responded  to  a variety  of 
questions  about  themselves  without  identifying  themselves  as  to  name  or 
service  number.  These  variables  afford  a picture  of  the  make-up  and 
characteristics  of  the  sample  which  was  studied. 
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Table  111-15 


EM  AND  EW  NONDEPLOYABILITY 


EM 

EW 

Base 

N 

Available 

Nondeployable 

N % 

N 

Available 

Nondeployable 

N % 

Europe 

1st  Malnt  Bn 

508 

103 

20 

62 

26 

42 

3rd  MP  Co 

161 

14 

9 

13 

0 

0 

1st  MP  FWD 

52 

7 

13 

7 

2 

29 

385th  MP  Bn 

192 

9 

5 

30 

1 

3 

3rd  S&T  Bn 

295 

32 

11 

50 

17 

34 

— 

■ — 

Total 

Europe 

1208 

165 

14 

162 

46 

28 

Ft  Riley 

701  Malnt  Bn 

470 

102 

22 

44 

17 

39 

1st  Med  Bn 

179 

24 

13 

35 

13 

37 

121  Signal  Bn 

565 

76 

13 

82 

17 

21 

1st  MP  CO 

197 

12 

6 

4 

2 

50 

1st  S&T  Bn 

320 

49 

15 

31 

8 

26 

Total 

Riley 

1731 

263 

15 

196 

57 

29 

Total 

Overall 

2939 

428 

15 

358 

103 

29 

Table  III-16 


EM  AND  EW  REASONS  FOR  NONDEPLOYABILITY 


Reason  for  Nondeployability 

N 

EM 

EW 

N 

Personal 

Med/Dent  (self/family) 

61 

2 

15 

4 

Pregnancy 

- 

- 

17 

5 

Compassionate 

12 

0.4 

8 

2 

' 

■” 

Total 

73 

2 

40 

11 

Administrative 

ETS/PCS 

144 

5 

14 

4 

Fulfil  Enl/Reen  Opt 

13 

0.4 

1 

0.3 

Personnel  Action 

35 

1 

3 

0.8 

Poor  Performance 

2 

0.7 

0 

0 

Special  Duty 

38 

1 

12 

3 

Mission  Essential 

98 

3 

21 

6 

Other 

20 

0.7 

4 

1 

Total 

350 

12 

55 

15 

Total  Overall 

423 

14 

95 

26 

Note . Totals  do  not  add  to  100%  because  reasons  were  not  known  in  every 
case . 


^Based  on  total  available:  2939' EM,  358  EW, 
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Percentage  distributions  of  paygrades  reported  on  the  pretest  and 
posttest  questionnaires  are  presented  by  gender  in  Table  111-17.  The 
paygrade  most  frequently  reported  by  enlisted  men  was  E4  whereas  the 
paygrade  most  often  reported  by  enlisted  women  was  E3.  The  majority  of 
respondents,  male  and  female,  reported  E3  and  E4  paygrades,  but  the 
percentage  of  women  in  paygrades  E3  and  E4  was  liigher  than  the  percentage 
of  men  (81%  versus  70%  on  the  posttest). 

In  Table  III-18,  average  age  of  the  enlisted  men  and  women  who 
responded  to  the  pretest  and  posttest  was  essentially  the  same  (21 
years).  Table  111-19  reports  the  highest  educational  diploma  or  degree 
received  by  enlisted  men  and  women  and,  in  addition,  by  officers  and 
NCO's.  On  the  whole  a greater  percentage  of  enlisted  women  had  higher 
levels  of  education  (97%  H.S./G.E.D.  or  higher  for  posttest  respondents) 
than  did  enlisted  men  (85%  H.S./G.E.D.  or  higher  for  posttest  respondents). 
I Officers  had  received  a higher  level  of  educational  degrees  or  diplomas 

j than  NCO's. 

Table  111-20  reports  marital  status.  Fewer  enlisted  women  were 
married  than  enlisted  men  (21%  of  women  versus  32%  of  men,  on  posttest). 
However,  a higher  percentage  of  enlisted  women  than  enlisted  men  were 
engaged  (16%  versus  10%,  on  posttest).  Overall,  the  majority  (over  50%) 

’ of  enlisted  {personnel  have  never  been  married. 

Due  to  the  Interest  and  concern  about  the  ability  of  female  soldiers 
[ to  meet  the  physical  requirements  of  the  jobs  they  are  being  trained  to 

do,  the  respondents  were  asked  about  their  height  and  weight.  As  can  be 
I seen  in  Table  III-21,  on  the  average,  the  women  were  about  five  inches 

shorter  than  the  men  and  weighed  an  average  of  32  pounds  less. 

I 

i 

I 

Table  III-! 7 


PAYGKADES  OF  RESPONDENTS  TO  ENLISTED  QUESTIONNAIRES 


(IN  %) 

PRETEST 

POSTTEST 

Response 

EN 

EW 

EM 

EW 

Alternatives 

(N  = 1514)  (N 

= 193) 

(N  = 1588)  (N 

= 204) 

El 

4 

3 

3 

3 

E2 

24 

15 

20 

12 

E3 

26 

44 

27 

45 

E4 

39 

34 

43 

36 

E5 

7 

5 

7 

4 
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Table  111-18 


I 

I 

I 

I 


"HOW  OLD  WERE  YOU  ON  YOUR  LAST  BIRTHDAY? 


PRETEST  POSTTEST 


EM 

EW 

EM 

EW 

(N 

= 1511) 

(N 

= 192) 

(N  = 1576) 

(N  = 202) 

Average  years 

21.2 

21.3 

21.3 

21.4 

Table  III- 

19 

"WHAT  IS 

THE  HIGHEST 

EDUCATIONAL 

DIPLOMA 

OR 

DEGREE 

YOU  HAVE  RECEIVED?" 

(IN  %) 

PRETEST 

Response 

OFF 

NCO 

EM 

EW 

Alternatives 

(N 

= 133) 

(N 

= 435) 

(N  = 1509) 

(N  = 193) 

None 

0 

3 

18 

2 

G.E.D. 

3 

22 

10 

8 

High  School 

6 

62 

64 

81 

Associate ' s 

8 

11 

6 

4 

Bachelor ' s 

62 

2 

2 

4 

Graduate  or 

professional 

21 

1 

1 

2 

POSTTEST 

OFF  NCO  EM  EW 

(N  = 146)  (N  = 482)  (N  = 1584)  (N  = 208) 


None 

0 

2 

15 

3 

G«  Ea  D« 

2 

21 

10 

9 

High  School 

6 

62 

66 

76 

Associate's 

10 

12 

6 

7 

Bachelor ' s 

58 

3 

2 

3 

Graduate  or  professional 

24 

1 

1 

2 
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Table  III-20 

"WHAT  IS  YOUR  MARITAL  STATUS? 
(in  X) 


Response 

Alternatives 

PRETEST 

POSTTEST 

(N  » 1512)  (N 

BW 

- 194) 

EM 

(N  - 1588)  (N 

EW 

- 209) 

Married 

32 

22 

32 

21 

Engaged 

9 

16 

10 

16 

Legally  separated 

2 

2 

2 

3 

Never  been  married 

54 

56 

53 

55 

Divorced  or  marriage  annulled; 

not  remarried 

3 

4 

3 

3 

Widowed 

0 

0 

0 

2 

Table  HI-21 

"HOW  TALL  ARE  YOU?” 

"HOW  MUCH  DO  YOU  WEIGH?" 

PRETEST 

POSTTEST 

EM  EW 

EM 

EW 

Height  (Inches) 

Average 

70.3  65.1 

(N  - 1486)  (N  - 190) 

69.8 

(N  - 1765) 

65.1 

(N  - 199) 

Weight  (pounds) 

Average 

165.4  131.9 

(N  - 1492)  CN  - 193) 

166.7 

(N  - 1563) 

132.1 
(N  - 195) 
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b.  Factors  Important  to  Accomplishment  of  Combat  Mission. 

On  the  posttest  questionnaire,  officers  and  NCO's  were  asked  to 
Indicate  what  percentage  various  factors  contribute  to  the  ability  of  a 
company  to  accomplish  Its  combat  mission.  "Eable  III-22  contains  the 
officer  and  NCO  responses  broken  out  for  those  who  had  combat  and  comhat 
support  experience  in  Vietnam  and  those  who  did  not  have  such  experience 
in  Vietnam.  Table  III-22  shows  that  all  groups  (officers  and  NCO's, 
with  and  without  experience  in  Vietnam)  rank  ordered  the  factors  In  the 
same  way.  "Leadership"  ranked  at  the  top  (30%-40Z  contribution  to 
combat  mission  accomplishment),  and  "content  of  women"  ranked  lowest 
(2%-5%  contribution).  In  addition  to  the  ordering  of  factors,  the 
percentages  assigned  to  each  factor  were  similar  for  each  of  the  four 
groups  of  respondents.  Officers  and  NCO’s  assigned  similar  percentages 
to  the  same  factor,  and  this  similarity  tended  to  hold  whether  or  not  a 
re8F>ondent  had  experience  In  Vietnam.  For  example,  each  of  the  four 
groups  of  respondents  assigned  20%  to  the  "morale"  factor.  "Personnel 
'•.jrbulence"  showed  the  most  variation  in  response  between  officers  and 
NCO' ..  NCO's  with  no  Vietnam  experience  assigned  it  10%  contribution, 
whereas  officers  with  Vietnam  experience  assigned  "personnel  turbulence" 
only  5%  contribution. 

Thus,  It  can  be  concluded  that  both  officers  and  NCO's  agreed  on  the 
relative  Importance  of  these  factors  In  combat  mission  accomplishment 
and  that  Vietnam  experience  did  not  appreciably  change  these  evaluations. 
It  should  be  noted  that  the  content  of  women  was  considered  to  be  of 
very  minor  Importance  In  combat  mission  accomplishment. 


With  respect  to  attitudes  toward  going  into  combat,  all  four  groups 
of  questionnaire  respondents  (officers,  NCO's,  enlisted  men,  and  enlisted 
women)  demonstrated  similar  patterns  of  responses.  Responses  to  these 
questionnaire  Items  are  shown  in  Tables  B-45  through  B-48  in  Appendix 
B.  Posttest  results  concerning  "who  would  do  almost  anything  to  avoid 
going  Into  combat"  are  summarized  below. 


Percent  of  respondents  who  believed 


EM  would  do  almost  EM  would  do  almost 

anything  to  avoid  anything  to  avoid 

Respondents  combat  combat 


1 

1 Officers 

36 

7 

j NCO’s 

55 

18 

1 Enlisted 

Men 

61 

j 

1 Enlisted 

Women 

48 

29  ] 
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"WHAT  PERCENTAGE  CONTRIBUTION  DO  EACH  OF  THE 
FOLLOWING  FACTORS  MAKE  TO  THE  ABILITY  OF  A 
C(»1PANY  TO  ACCOMPLISH  ITS  COMBAT  MISSION?" 


- PERCENTAGES  GIVEN  BY  THOSE  WITH  COMBAT  AND/OR  COMBAT 
SUPPORT  EXPERIENCE  IN  VIETNAM  AND  OF  THOSE 
WITH  (W  SUCH  EXPERIENCE  - 
(Median  Results)^ 


Factor 

POSTTEST 

OFF 

NCO 

Experience 
(N  = 53) 

No 

Experience 
(N  = 90) 

Experience 
(N  = 220) 

No 

Experience 
(N  = 197) 

Leadership 

40% 

40% 

40% 

30% 

Training 

23% 

25% 

20% 

20% 

Morale 

20% 

20% 

20% 

20% 

Personnel  Turbulence 

5% 

9% 

6% 

10% 

Content  of  Women 

2% 

3% 

5% 

5% 

Other 

0% 

0% 

0% 

0% 

In  this  table  median  values  are  given  because  the  median  was  considered 
more  representative  of  the  central  tendency  of  the  resjjondents  than  the 
arithmetic  mean.  The  median  is  less  affected  by  atypical  extreme 
responses.  Median  values  do  not  necessarily  add  to  100. 
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All  groups  of  respondents  perceived  more  women  than  men  as  doing 
almost  anything  to  keep  from  going  Into  combat.  Fewer  officers  believed 
either  EW  or  EM  would  try  to  avoid  combat  than  did  the  other  groups. 

As  pretest  and  posttest  responses  were  very  similar  for  all  groups,  the 
experience  of  participating  In  the  field  training  exercise  did  not  seem 
to  have  any  significant  Impact  on  opinions  tapped  by  this  questionnaire 
Item. 

C.  Sex  Role  Attitudes  Scale. 

The  Sex-Role  Attitudes  Scaled  consisted  of  Items  which  appeared  In 
the  pretest  and  posttest  questionnaires  for  officers,  NCO's,  and  enlisted 
personnel.  The  raw  scores  on  the  questionnaire  Items  were  converted  to 
standard  scores^  and  the  standard  scores  were  then  summed.  The 
average  total  standard  scores  of  male  and  female  officers,  NCO's  and 
enlisted  personnel  on  the  Sex-Role  Attitudes  Scale  are  shown  In  Table 
III-23.  Higher  scores  on  the  scale  Indicate  more  positive  attitudes 
toward  women,  and  lower  scores  Indicate  more  negative  attitudes  toward 
women.  In  each  group  (officers,  NCO's,  and  enlisted  personnel),  women 
had  higher  average  total  scores — l.e.,  more  favorable  attitudes  toward 
women — than  did  men.  All  differences  between  male  and  female  respondents 
for  the  three  groups  (officers,  NCO's,  enlisted)  were  statistically 
significant  at  the  1%  level  on  both  pretest  and  posttest,  except  for  the 
posttest  difference  between  male  and  female  NCO's  which  failed  to  attain 
statistical  significance  even  at  the  5%  level. 

As  can  be  seen  In  Table  III-23,  attitudes  tended  to  change  somewhat 
from  pretest  (before  REFORGER)  to  posttest  (after  REFORGER).  The 
attitudes  of  male  officers  and  male  NCO's  became  more  favorable  toward 
women  (scores  Increased),  and  the  attitudes  of  female  officers  and  NCO's 
became  less  favorable  (scores  decreased)  between  the  pretest  and  the 
posttest.  Attitudes  of  enlisted  personnel,  however,  showed  a reverse 
pattern.  The  attitudes  of  male  enlisted  personnel  became  less  favorable 
toward  women  (scores  decreased)  and  the  attitudes  of  female  enlisted 
personnel  became  even  more  favorable  from  pretest  to  posttest  (scores 
Increased) . 


I 

^The  development  of  this  scale  Is  described  In  Woelfel,  J.  C. , Saveli, 

J.  M. , Collins,  B.  E.,  and  Bentler,  P.  M.  A preliminary  version  of  a 
scale  to  measure  sex-role  attitudes  In  the  Army.  Arlington,  VA: 

US  Army  Research  Institute  for  the  Behavioral  and  Social  Sciences, 

1976.  Research  Memorandum  76-3. 

^Thls  statistical  procedure  changes  the  raw  scores  on  each  Item  Into 
scores  which  have  an  average  of  ”0.”  Hence,  half  the  standard  scores 
will  be  negative,  and  half  will  be  positive.  The  procedure  makes  It 
possible  to  compare  Items  which  have  a different  number  of  alternatives. 
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Table  III-23 


TOTAL  STANDARD  SCORES  ON  SEX  ROLE  ATTITUDES  SCALE  FOR 
OFFICERS,  NCO'S,  AND  ENLISTED  PERSONNEL 


Pretest 


Respondents 


Officers 

Male 

Female 


116 


** 


-.1 


5.7 


Posttest 


Score  N 


Score 


127  .2 

**/ 

9 H.4 


NCO's 


Male 

393 

433 

.4 

**  ^ 

Female 

12 

' 3.8 

15 

2.4 

Enlisted 


Male 

1420  j 

f-.6 

1471  i 

' -.8 

1 

**  S 

F 

**  < 

1 

Female 

179  j 

1 3.8 

192  j 

4.7 

Statistically  significant  at  the  1%  level. 
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At  present,  there  is  no  obvious  explanation  for  these  results. 
Further  analyses  will  Investigate  the  effect  of  having  worked  with  women 
on  the  attitudes  of  respondents.  As  discussed  In  a previous  section, 
responses  to  questionnaire  Items  concerning  the  evaluations  of  male  and 
female  performance  during  REFORGER  showed  generally  increasingly  lower 
evaluations  of  female  performance  as  compared  to  evaluations  of  male 
performance  by  NCO's  who  had  worked  frequently  with  women.  Yet  the  data 
reported  in  Table  III-23,  reveal  more  favorable  attitudes  by  NCO's  after 
REFORGER  than  before.  Explanations  of  such  discrepancies  await  further 
analysis . 


d.  Differential  Treatment  of  Men  and  Women  by  NCO's  and  Officers. 

Responses  to  Items  pertaining  to  differential  treatment  of  men  and 
women  are  contained  in  Tables  B-49  and  B-52  in  Appendix  B. 

In  general,  a sizeable  proportion  of  all  respondents  (officers,  NCO's 
EM,  and  EW)  believed  NCO's  treated  women  differently  than  men.  As  can 
be  seen  In  Table  B-49  In  Appendix  B and  summarized  below,  at  least  half 
of  each  group  believed  there  was  differential  treatment  prior  to  partici- 
pating In  the  field  training  exercise  (pretest).  The  summary  also  shows 
that  a slightly  smaller  proportion  of  respondents  believed  women  were 
treated  differently  than  men  during  the  field  training  exercise  (posttest). 


Percent  of 

Respondents  Reporting  Differential 

Treatment  by  NCO's 

Group 

Pretest 

Posttest 

Officers 

50 

30 

NCO's 

53 

40 

EM 

52 

47 

EW 

58 

43 

Table  B-50  in  Appendix  B indicates  the  kinds  of  differential  treat- 
ment that  the  respondents  perceived.  Except  for  EW  respondents,  roughly 
a third  to  two-thirds  of  the  respondents  thought  that  women  received 
more  privileges,  easier  jobs,  help  on  the  job,  and  more  attention  to 
their  personal  problems.  The  responses  of  the  four  groups  to  the 
alternative  "more  privileges  for  women"  are  given  below. 


Percent  of 

Respondents  Reporting  More  Privileges 

for  Women  by  NCO's 

Group 

Pretest 

Posttest 

Officers 

31 

31 

NCO's 

48 

50 

EM 

47 

51 

EW 

16 

16 
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The  proportion  of  women  reporting  a given  type  of  differential  treatment 
was  consistently  smaller  than  the  proportions  of  the  other  three  groups 
reporting  that  kind  of  behavior. 

Table  B-51  in  Appendix  B contains  a summary  of  the  responses  to  the 
item  which  asked  if  officers  treated  men  and  women  differently.  As  tan 
be  seen  below,  the  results  were  similar  to  those  for  differential 
treatment  by  NCO's  except  that  somewhat  smaller  proportions  of  all 
groups  reported  differential  treatment  by  officers. 


Percent  of 

Respondents  Reporting  Differential 

Treatment  by 

Officers 

Group 

Pretest 

Posttest 

Officers 

44 

30 

NCO's 

37 

35 

EM 

37 

38 

EW 

30 

35 

The  types  of  differential  treatment  by  officers  perceived 

by  the 

respondents 

are  given  in  Table  B-52  in  Appendix 

B.  Again,  the 

pattern 

was  similar 

to  that  concerning  differential  treatment  by  NCO' 

s.  As  an 

example , the 

responses  of  the  four  groups  to  the 

alternative 

"more 

privileges  for  women"  are  shown  below. 

Percent  of  Respondents  Reporting  More  Privll^es 

for  Women  by  Officers 

Group 

Pretest 

Posttest 

Officers 

32 

40 

NCO's 

44 

54 

EM 

46 

51 

EW 

16 

21 

As  can  be  seen  in  Tables  B-50  and  B-52  in  Appendix  B,  one  of  the 
alternatives  for  types  of  differential  behavior  was  "other."  Large 
percentages  of  women  checked  "other”  (40%  on  pretest,  42%  on  posttest). 
An  inspection  of  the  data  revealed  that  a variety  of  behavior  was 
reported  here.  Some  examples:  harsher  treatment  for  women,  better 
treatment  for  men,  men  being  favored,  women  ignored,  women  given  less 
work  or  no  assignments  at  all,  and  other  indications  of  bias  against 
women.  These  comments  Indicated  that  officers  and  NCO's  were  similar  in 
ways  in  which  they  treated  men  and  women  differently.  For  both  officers 
and  NCO's,  the  differential  treatment  described  in  the  "other"  category 
was  perceived  by  most  women  as  unfavorable  to  EW. 
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BRIEF  OF  MILITARY  REPORT 


II.  INTRODUCTION  AND  OVERVIEW 

An  "Interim  Report  on  Women  in  the  Army,  REFORGER  77"  was  prepared 
in  November,  1977  as  a part  of  an  In-Process  Review  presented  on 
6 December  1977.  This  military  report,  provided  by  the  REF  WAC  Test 
Director  to  the  ARI  Commander,  also  served  as  the  preliminary  report  to 

I the  test  proponents  on  the  Test  Directorate  organization,  data  collec- 

tion plan,  operational  conduct  of  the  test,  partial  results  and  tenta- 
[j  tive  conclusions,  and  recommendations  of  the  REF  WAC  77  Directorate 

immediately  prior  to  its  dissolution.  As  such,  the  report  included  some 
preliminary  quantification  and  interpretation  of  objective  data,  as  well 
as  reporting  of  the  observations,  interpretations,  conclusions,  and 
recommendations  of  the  separate  teams  of  the  Directorate.  The  initial 
quantified  results  included  in  the  military  report  are  redundant  with 
the  more  complete  analysis  presented  and  described  in  Part  III,  and  are 
not  provided  here.  This  brief,  therefore,  deals  only  with  the  non-quan- 
tified  aspects  of  the  experiences  and  expert  opinions  of  the  REF  WAC 
Directorate  members  related  to  their  evaluation  of  women’s  performance 
and  women's  Impact  on  unit  effectiveness  under  field  conditions  over  an 
extended  period  of  time,  specifically  during  a REFORGER  exercise. 

This  brief  consists  of  a merger  of  the  efforts  of  a contractor 
tasked  to  provide  the  essence  of  the  military  report  without  attempting 
to  evaluate  or  screen  content  on  either  merit  or  consistency  with 
the  other  parts  of  the  report,  and  a similar  effort  on  the  part  of 
the  Deputy  Test  Director  who  remained  in  ARI  until  this  report  was 
submitted.  The  brief  represents  a joint  effort  by  the  latter  and  the 
ARI  scientific  staff. 

2.  CONCEPTS 

a.  Organization. 

To  manage  the  effort,  the  REF  WAC  77  Test  Directorate  was  established 
with  50  people  organized  into  five  observer  teams  to  evaluate  performance 
in  maintenance,  medical,  military  police,  signal,  and  supply  and  transpor- 
tation battalions  deployed  or  participating  in  the  REFORGER  exercise  in 
Germany.  Each  team  contained  branch-qualified  officers,  one  combat  arms 
officer,  one  female  officer,  two  other  branch-qualified  officers  and 
enlisted  data  collectors.  They  received  thorough  orientation  on  all 
aspects  of  the  exercise  and  participated  in  the  development  of  each  of 
the  rating  modules.  The  placement  of  observer  teams  in  close  proximity 
to  the  rated  Individuals,  teams,  and  sections  was  crucial  to  the  results, 
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b.  Methodolo; 


Initial  criteria  for  group  event  rating  modules  were  extracted  from 
recent  ARTEP  experience.  Individual  performance  standards  for  individual 
event  rating  were  taken  from  Soldier's  Manuals.  Personnel  records  were 
screened  from  the  units  selected,  including  360  women  (of  which  229  were 
deployed)  and  approximately  an  equal  number  of  male  counterparts. 

Rating  modules  were  developed  for  three  performance  categories: 
job-specific  tasks,  sustainment  tasks  (e.g.,  tent  pitching),  and  tactical 
tasks,  (e.g.,  perimeter  guard).  In  order  to  identify  performance  trends, 
the  ratings  for  each  module  were  obtained  for  the  beginning,  middle,  and 
ending  periods  of  the  10-day  field  exercise.  To  provide  a basis  for 
comparison,  both  male  and  female  enlisted  soldiers  were  rated.  In 
addition  to  the  individual  ratings,  team  performance  (all  male  groups, 
all  female  and  mixed  groups)  was  rated. 


These  time-phased  evaluations,  monitored  on  a daily  basis,  were 
augmented  with  interviews  of  all  supervisors  in  the  unit  chain  of 
command.  Some  flexibility  in  the  collection  effort  and  the  opportunity 
for  judgmental  expression  were  provided  by  use  of  formatted  reports. 

The  reports  Included  anecdotal  comments  on  leadership,  morale,  etc.,  and 
a log  of  positive,  as  well  as  negative,  incidents  Involving  women, 
using  a form  labeled  "Critical  Incidents"  (see  Appendix  A).  These 
inputs,  when  combined,  provided  supportive  data  that  could  be  used  to 
validate  the  results  or  fill  in  gaps  in  the  data  base. 


c.  Limiting  Factors. 

Objective  observations  were  constrained  by  a number  of  factors. 

These  factors  Included: 

(1)  An  obligation  of  the  Test  Directorate  to  USAREUR  not  to  interfere 
with  REFORGER  or  Exercise  CARBON  EDGE.  Rules  of  noninterference 
permitted  team  members  freedom  of  movement,  observation  and  interview 
only  on  a nonpre-emptlve  basis.  No  action  could  be  taken  to  increase 

the  number  of  women  in  the  exercise  area  nor  increase  the  number  of 
observations  of  individual  and  unit  performance. 

(2)  One  of  the  USAREUR  based  battalions,  a military  police  unit, 
supported  the  exercise,  but  not  in  a player  status.  The  unit  was 
situated  administratively  in  a tent  city.  As  a result,  no  observa- 
tions of  this  battalion  could  be  made  in  tactical  and  field  sustainment 
activities. 

(3)  A significant  number  of  scorable  events  did  not  occur  because 
of  low  levels  of  activity  in  combat  support  and  combat  service  support 
units.  For  example,  the  DISCOM  of  the  1st  Infantry  Division,  once 
deployed  In  the  maneuver  area,  did  not  make  a subsequent  displacement. 
Major  portions  of  tiro  DISCOM  units,  the  medical  and  maintenance  bat- 
talions, remained  in  one  location  for  two  weeks. 
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(4)  In  the  limited  sample  base  of  229  women  in  the  four  CONUS  and 
three  USAREUR  battalions  selected  for  observation  in  the  exercise  area, 
38  percent  of  these  women  were  employed  in  such  traditional  roles  as 
clerks  and  cooks. 


3.  FINDINGS  AND  CONCLUSIONS 

Despite  the  limiting  factors  described  above,  the  REF  WAC  Test 
Directorate  staff  recorded  over  1800  observations  of  female  performance 
as  individuals  and  members  of  teams  or  sections  before  and  during 
REFORGER  77  and  Exercise  CARBON  EDGE.  After-action  reports,  postfexercise 
questionnaires,  and  final  critiques  indicated  that  REFORGER  77  did  in 
fact  provide  a viable  means  of  assessing  the  impact  of  women  on  units 
operating  in  a protracted  field  environment.  The  significant  findings 
and  conclusions  deal  with: 

a . Impact  on  Unit  Effectiveness. 

(1)  Findings. 

Women  were  observed  performing  in  a wide  cross  section  of  Army 
combat  support  and  combat  service  support  units  at  the  division  and 
corps  level.  The  branches  and/or  specialty  areas  covered  were  mainten- 
ance, medical,  military  police,  signal,  and  supply  and  transportation. 

It  was  determined  that  the  women  had  little  or  no  adverse  impact  on  the 
performance  of  their  units.  In  a general  sense,  the  women  observed  were 
contributors  having  a favorable  impact  on  unit  performance. 

The  following  incidents , -which  far  outnumbered  derogatory  ones, 
clearly  demonstrate  the  contribution  to  unit  effectiveness  made  by 
the  conscientious,  hard-working,  and  well-motivated  female  soldier: 

(a)  An  enlisted  woman  was  released  from  convalescent  leave  following 
major  surgery.  She  was  going  to  be  left  behind  at  Fort  Riley  but 
insisted  on  participating  in  REFORGER,  Her  performance  was  outstanding 
during  the  exercise. 

(b)  Two  somewhat  irresponsible  male  MP  partners  were  split  up 
by  the  supervisor.  The  supervisor  paired  one  enlisted  male  with  an 
enlisted  woman,  observing  that  the  woman  would  "straighten  him  out." 

(c)  Two  enlisted  men  told  a REF  WAC  77  observer  that  if  they  had 
to  choose  a partner,  they  would  just  as  soon  pick  the  new-enlisted 
woman,  who  had  a reputation  as  a good  worker. 

(d)  A female  MP  on  the  third  day  of  the  exercise  required  minor 
surgery  for  an  Infected  finger.  She  expressed  the  desire  to  remain 
in  the  field,  and  was  able  to  return  to  duty  and  continue  her  good 
performance . 
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(e)  A female  MP  was  performing  duty  at  a traffic  control  point 
when  she  experienced  a severe  toothache*  She  was  given  emergency 
dental  treatment  and  chose  to  return  to  duty  rather  than  stay  quartered 
In  her  billet. 

(f)  On  the  eighth  day  of  the  exercise,  an  enlisted  woman  went  on 
sick  call  with  the  diagnosis  of  pneumonia.  She  had  been  working 
long  and  Irregular  hours  with  less  than  adequate  sleep. 

Some  unit  policies,  which  were  preferential  In  nature  and  on  the 
surface  appeared  to  be  helpful  to  women,  did  not  promote  participa- 
tion of  women  In  unit  activities.  These  policies  tended  to  alienate 
men  who  perceived  assignment  based  on  sex  as  favoritism  toward  women. 

The  following  critical  example  clearly  Identifies  this  mismanagement  of 
resources:  A REF  WAC  77  observer  noted  that  women  In  the  ambulance 
platoon  of  a medical  company  were  unemployed  or  assigned  trivial  tasks. 

When  queried,  the  company  commander  stated  that  women  were  not  being 
employed  In  the  MTOE  positions  because  the  units  being  supported  refused 
to  have  women  In  the  forward  area.  The  male  members  of  the  platoon  had 
to  "take  up  the  slack"  for  these  nonparticipants.  Monemployment  of 
women  In  forward  areas  was  a common  but  erroneously  based  policy. 

Commanders  widely  believed  that  Department  of  the  Army  policy  prohibits 
the  use  of  women  forward  of  brigade  rear  boundaries.  A policy  that 
precludes  women  from  performing  their  assigned  duties  adversely  Impacts 
on  mission  accomplishment. 

A major  deterrent  to  determining  female  Impact  on  unit  effectiveness 
was  that  frequently  there  were  only  a few  women  to  observe;  the  number 
of  women  In  units  ranged  from  one  or  two  Individuals  to,  at  most, 

10  percent  of  a unit's  strength.  Despite  this  small  sample,  observers 
were  In  agreement  that' the  units  observed  could  absorb  women  as  15  to 
25  percent  of  their  strength  with  no  detraction  from  mission  accomplish- 
ment. In  establishing  the  level  of  male/female  mix  In  a given  unit 
type,  the  primary  criterion  was  analysis  of  the  unit's  missions  to 
determine  the  quantity  and  extent  of  tasks  the  unit  must  perform  that 
required  physical  strength.  Women's  general  lack  of  upper  torso 
physical  strength  Is  the  principal  limiting  factor  In  their  performance 
of  duty  In  the  field  and  has  a direct  relation  to  female  numbers  and 
duties  assigned  for  any  given  unit. 

(2)  Conclusions. 

The  assignment  of  women  to  a unit  had  no  effect  on  the  capability 
of  the  unit  to  fulfill  Its  mission  except  In  those  Instances  where 
physical  strength  was  a factor.  Unit  missions  must  be  analyzed  to 
determine  the  extent  of  physical  strength  required  to  fulfill  those 
Jobs  and  the  male/female  mix  In  the  unit  established  accordingly. 
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. Training  for  Tactical  and  Sustainment  Tasks  in  the  Field. 

(1)  Findings. 

Women  demonstrated  a general  lack  of  training  for  and  knowledge 
of  life  In  the  field  and  of  tactical  operations.  This  lack  of  training 
and  knowledge  Is  detrimental  to  unit  survivability  In  a combat  environ- 
ment. Further,  It  places  an  added  burden  on  and  causes  morale  problems 
among  male  members  of  the  unit  who  must  take  up  the  slack  In  any  situation 
where  females  do  not  carry  their  fair  share  of  the  load.  Under  current 
methods  of  warfare,  no  unit  is  completely  safe  from  ground  attack 
no  matter  how  far  removed  from  the  main  battle  area.  Ehemy  guerilla 
bands  operate  In  the  rear  areas  seeking  opportunities  to  disrupt  the 
logistics  chain.  As  a result,  every  unit,  combat  or  combat  support/combat 
service  support,  must  be  capable  of  establishing  a strong  perimeter 
defense  and  be  prepared  to  withstand  a full-scale  attack,  particularly 
during  hours  of  darkness.  Women  must  be  prepared  to  fight  In  these 
situations,  operate  Individual  and  crew-served  weapons  effectively,  as 
well  as  being  able  to  pitch  tents,  dig  latrines,  and  stand  guard  duty  If 
they  are  to  carry  their  fair  share  of  the  load.  Failure  to  perform 
these  tasks  during  REF  WAC  77  was  not  always  due  to  lack  of  ability. 

Many  women  made  an  effort  to  acquire  the  knowledge  they  needed.  However, 
either  the  common  tendency  of  men  to  be  protective  or  male  nonacceptance 
of  females  often  thwarted  their  efforts  to  learn.  In  units  where 
commanders  Insisted  that  each  Indlvldiial,  man  and  woman,  carry  a full 
share  of  the  load  In  common  tasks,  the  quality  of  unit  performance  was 
much  higher  than  In  units  where  women  were  protected  or  Ignored. 

The  following  Incidents  clearly  Identify  the  need  for  more  Intensive 
training  for  women  In  basic  field  duties  and  tactical  skills. 

(a)  One  commander  expressed  surprise  to  a REF  WAC  77  observer 
that  his  supervisors  had  to  spend  so  much  time  assisting  women  In 

field  sustainment  tasks.  Prior  to  REFORGER,  this  commander  was  positive 
that  women  were  a total  asset  to  the  Army.  Viewing  their  performance, 
he  felt  that  they  were  satisfactory  In  MOS-related  areas  In  the  field, 
but  they  were  little  help  In  setting  up  tents,  camouflage,  stoves, 
performing  guard  duty  at  night,  staying  warm,  and  keeping  their  living 
areas  clean. 

(b)  While  In  the  unit  assembly  area  prior  to  the  start  of  the 
tactical  exercise,  a REF  WAC  77  observer  asked  14  women  If  they  would 
fight  In  combat.  This  Informal  survey  resulted  In  4 positive  responses 
and  10  negative  replies.  The  women  appeared  mentally  to  separate 
their  performance  In  technical  specialties  from  any  notion  of  combat. 

They  viewed  their  work  as  specialists  in  the  Army  as  having  no  connection 
with  combat. 
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(c)  On  the  eighth  day  of  the  exercise  at  0330  hours  a communications 
center  vehicle  ran  out  of  fuel  during  an  alert.  An  enlisted  woman 
stated  she  was  afraid  to  go  out  and  get  fuel  because  of  aggressor 
action.  As  a result,  no  communications  existed  for  one  hour. 

(d)  Four  women  made  up  a tent-pitching  detail.  IVo  of  them 

got  into  a heated  argument  on  how  to  pitch  the  tent.  The  argument  lasted 
for  some  time  prior  to  proceeding  with  the  mission,  indicating  these 
women  had  not  been  trained  properly  in  tent-pitching  techniques. 

(2)  Conclusions. 

Women  need  more  instruction  in  coping  with  and  particijjating  in  life 
in  the  field,  to  include  tactical  operations.  Women's  basic,  advanced, 
and  unit  training  must  include  the  same  preparatory  training  for  life  in 
the  field  that  men  receive.  Additionally,  both  men  and  women,  officer 
and  enlisted,  must  be  thoroughly  indoctrinated  from  the  start  that  all 
unit  personnel,  male  and  female,  will  share  the  load  in  the  fulfillment 
of  the  common  unit  tasks. 

c.  MOS  Proficiency. 

(1)  Findings. 

Women  were  found  highly  proficient  in  the  accomplishment 
of  MOS  tasks  in  both  traditional  and  nontraditional  roles.  Women 
were  highly  motivated  and  their  skills  were  as  good  or  better  than  the 
males' . The  one  shortcoming  that  existed  for  women  in  MOS  performance 
occurred  in  those  tasks  that  required  considerable  physical  strength. 

Even  with  this  special  selection  criterion  in  mind,  NCO  data  collectors 
identified  only  eight  MOS's  that  were  not  recommended  for  women.  One 
MOS,  infantryman,  is  not  authorized  for  women.  Another  MOS,  military 
policeman,  was  not  recommended  for  the  reason  that  women  do  not  possess 
the  knowledge,  experience,  and  training  to  perform  tactical  missions — a 
deficiency  that  can  be  overcome  through  proper  training.  Other  MOS  and 
tasks  that  the  NCO  data  collectors  on  the  evaluation  teams  believed 
could  not  be  performed  fully  by  women  are  as  follows:  63H  (tank  automo- 
tive repairman);  6AC  (driver);  76W  (petroleum  supply  specialist), 

76X  (subsistence  supply  specialist),  91B  (medical  specialist);  and  94B 
(cook).  For  all  of  these  MOS,  the  same  basic  reason  was  cited  - women 
do  not  possess  the  physical  strength/stamina  to  meet  all  of  the  physical 
requirements  of  the  duties  Inherent  in  the  MOS,  Test  Directorate 
assessments  of  female  capability  in  all  MOS  found  in  the  units  observed 
in  REF  WAC  77  are  found  in  Table  B-18  Appendix  B.  These  assessments  are 
based  on  all  data  available  to  the  Test  Directorate  as  of  November, 

1977. 
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(2)  Conclusions. 


Women  are  capable  of  rendering  a proficient  performance  in  any 
combat  support /combat  service  support  unit  MOS  not  requiring  a large 
measure  of  physical  strength.  An  evaluation  of  each  MOS  from  this 
standpoint  is  in  order,  to  establish  the  minimal  physical  requirements 
necessary  and  preclude  assignment  of  such  an  MOS  to  women  (and  men)  who 
do  not  meet  these  minimum  standards. 

d.  Stamina  and  Endurance. 

(1)  Findings. 

Analysis  of  performance  data  indicated  there  was  little  difference 
in  the  level  of  performance  of  women  versus  men  when  measured  over  a 
period  of  some  duration.  An  analysis  of  male  and  female  individual 
i performance  was  made  in  terms  of  improving  and  declining  trends.  Female 

I levels  compared  very  favorably  with  male  levels  in  all  cases.  It 

j appeared  that  women  could  match  the  stamina  and  endurance  and  maintain 

! performance  standards  equal  to  those  of  men  in  the  field.  Furthermore, 

although  given  poor  preparation  for  field  duty,  women  did  learn  to  adapt 
to  their  new  environment.  The  only  area  in  which  they  faltered  was  in 
I performing  tasks  that  demanded  upper  torso  physical  strength  that  they 

did  not  possess. 

(2)  Conclusion. 

t Women  possess  the  required  levels  of  stamina  and  endurance  to 

^ sustain  them  through  an  extended  field  operation. 

!i.  e . Leadership  and  Management. 

(1)  Findings. 

• 

i Leadership  and  management  problems  were  widespread  among  the  units 

; observed  and  appear  to  be  the  underlying  cause  of  most  problems  Involving 

; women  in  the  Army.  Many  units  either  had  policies  that  were  protective 

i of  women  or  Ignored  women;  either  case  was  often  passively  accepted  by 

I the  women.  One  REF  WAG  77  team  chief  made  the  following  statement  that 

j illustrates  the  magnitude  of  the  leadership  problem:  "It  was  evident 

during  the  evaluation  pTeriod  that  there  is  a lack  of  ability  in  the 
I company  grade  officer  and  NCO  ranks  to  lead  effectively  or  motivate 

I females  operating  in  a sustained  field  environment.  This  stems  from  two 

1 factors,  first,  a lack  of  clearly  defined  instructions  on  their  employment 

I and,  second,  a lack  of  training  in  techniques  and  methods  of  motivating 
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the  female  soldier."  This  mismanagement  resulted  in  low  morale  in 
the  units  in  which  it  occurred,  and  thus  in  a mediocre  unit  performance. 
Also,  it  created  unrest  among  the  male  members  of  the  unit  who  were 
required  to  perform  extended  i;>eriods  of  duty  to  fill  in  where  the  women 
were  either  excused  or  not  employed.  The  practice  of  either  ignoring 
women  or  protecting  them,  demonstrated  frequently  by  first-line  supervi- 
sors during  REF  WAG  77,  is  indicated  by  the  following  incidents. 

(a)  While  a mess  vehicle  was  being  loaded,  two  female  cooks  sat 
idly  in  a tent  because  they  were  not  assigned  any  duties. 

(b)  One  women  was  released  from  hospitalization  on  3 September  and 
was  not  picked  up  by  her  unit  until  7 September. 

(c)  During  a unit  alert,  off-duty  women  sleeping  in  a separate 
tent  were  not  called  to  defend  the  perimeter. 

(d)  A woman  stated  that  women  often  sleep  through  guard  duty 
tours  with  no  repercussions  and  often  they  were  not  informed  of  the 
duty. 

(e)  A woman  requested  assistance  from  her  supervisor  in  setting  up 
a shelter  half.  The  supervisor  did  not  respond  in  any  manner,  but 
merely  walked  away. 

(f)  Four  women  sat  In  a tent  upon  arrival  in  a new  area,  not 
assisting  anywhere  because  they  were  told  they  were  in  the  way. 

(g)  One  supervisor  stated  that  the  women  on  his  team  and  other  teams 
refused  to  change  or  service  generators  at  night  because  they  were 
afraid  of  the  dark.  As  a result,  the  men  on  the  various  .teams  had  to  do 
the  work  that  the  women  refused  to  perform,  thus  creating  low  morale 
among  the  men.  The  supervisor  overcame  the  obstacle  by  accommodation, 
rather  than  by  analyzing  the  problem,  demonstrating  his  need  for  training 
in  the  management  of  women.  The  units  in  which  all  personnel,  male  and 
female,  were  required  to  carry  the  same  load  demonstrated  much  higher 
levels  of  unit  performance,  morale,  and  esprit. 

(2)  Conclusions. 

Army  leadership  training  must  be  expanded  to  Include  the  methods 
and  techniques  for  motivating  the  female  soldier.  Leaders  at  all  levels 
in  the  chain  of  command  must  be  taught  that  women  in  the  Army  are  an 
Integral  part  of  the  team  and  they  are  expected  to  carry  out  all  <i  ties 
commensurate  with  their  rank  and  job  assignment.  Instruction  in  t 'a 
important  facet  of  leadership  is  appropriate  for  service  schools, 
training  centers,  and  unit  officer  and  NCO  classes. 


f . Bias  Against  Women. 

(1)  Findings* 

Descending  the  chain  of  conanand  from  battalion  level  to  that  of 
Immediate  supervisor,  opposition  to  women  In  the  unit  Increased. 

Generally  speaking,  senior  officers,  who  were  farthest  removed  from 
the  problem,  fully  accepted  women,  junior  officers  appeared  Indifferent 
to  the  problem,  and  "old  soldier"  NCO's  were  openly  opposed  In  word  and 
action.  Although  NCO's  generally  admitted  that  women  can  perform 
well  In  their  tasks,  most  NCO's  just  do  not  want  them  around.  This  NCO 
attitude  Is  clearly  evidenced  In  these  Incidents  that  occurred  during 
REF  WAC  77. 

(a)  During  the  course  of  the  field  exercise,  a female  soldier's 
ability  to  read  a map  was  challenged  by  an  equal-ranking  male.  The 
female  had  demonstrated  satisfactory  ability  to  read  a map  on  two 
previous  occasions  as  the  senior  Individual  In  a vehicle.  In  both 
Instances,  she  reached  her  destination  In  an  acceptable  manner.  On  this 
mission,  the  male  Insisted  she  was  In  error.  As  a result  the  mission 
failed  due  to  excessive  time  as  the  male  repeatedly  read  the  map  Incor- 
rectly. This  man  was  convinced  In  his  bias  against  females  In  nontradl- 
tlonal  roles  that  a woman  could  not  possibly  read  a map. 

(b)  A platoon  sergeant  Instructed  a male  sergeant  to  assist  some 
women  In  taking  down  their  tent.  The  sergeant  responded  by  pulling 
up  tent  pegs  while  the  women  were  still  In  the  tent,  until  he  was  told 
to  stop  and  let  the  women  do  the  work  themselves.  The  sergeant  saw 
this  as  an  Ideal  opportunity  to  harass  an  "undesirable"  element  (women) 

In  the  unit.  This  one  Incident  probably  best  documents  the  real  crux 
of  resistance  to  female  Integration  In  the  Army.  The  sergeant  was 
following  an  order,  and  he  simply  did  not  want  women  In  "his"  Army. 

Female  competence  was  not  at  Issue. 

(c)  During  the  course  of  the  exercise,  a supervisor  related  to 
a REF  WAC  77  observer  an  Incident  that  occurred  the  previous  day. 

A female  enlisted  member  dropped  an  engine,  pinning  her  leg,  and  the 
supervisor  with  some  disgust  had  to  run  to  her  aid.  He  felt  he  was 
a babysitter  and  was  convinced  that  women  cannot  perform  adequately 
with  heavy  equipment.  He  also  expressed  the  opinion  that  this  woman 
would  be  no  better  working  In  an  office.  His  mind  had  been  made  up 
that  women  are  a bother  In  "his"  Army. 

(2)  Conclusions. 

Strong  opposition  exists  at  company  level  and  below  to  the  assignment 
of  women  to  combat  support /combat  service  support  units.  An  Army-wide  ^ 

education  program  Is  required  that  stresses  management  and  employment  of  | 

women  In  a positive  theme,  which  underscores  the  value  and  Importance  of  ‘ 

women  In  the  Army. 
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g.  Field  Clothing  for  Women. 
(1)  Findings. 


Over  100  female  service  members  were  Interviewed  during  REFORGER  and 
questioned  on  the  suitability  of  female  clothing  and  equipment.  None  of 
the  women  Interviewed  felt  the  clothing  and  organizational  field  equipment 
Issued  to  women  were  adequate  for  field  duty.  The  chief  complaints  were 
that  fatigues  were  not  wash-and-wear,  were  too  lightweight  to  provide 
adequate  warmth,  and  were  111-flttlng.  Women's  field  Jackets  provided 
little  warmth  In  30*^  temperatures  and  were  discarded  In  favor  of 
men's  field  Jackets.  The  women  also  used  male  overshoes  since  there  was 
an  Inadequat'i  supply  of  female  overshoes.  The  structure  of  women's 
combat  boots  was  not  sturdy  enough  to  withstand  the  rigors  of  an  extended 
period  In  the  field.  The  web  gear  and  load-bearing  equipment  were  not 
designed  for  the  weight-bearing  capabilities  of  women.  The  suspenders 
of  the  load-bearing  equipment  placed  pressure  directly  on  the  breast 
and  exerted  an  abnormal  amount  of  pull  across  the  shoulders  and  neck. 

The  equipment  was  very  uncomfortable  to  women  especially  when  used  over 
an  extended  period  of  time  In  the  field.  Also,  gloves  and  field  Jacket 
liners  were  not  made  In  sizes  small  enough  for  women.  A shortage  of 
these  Items  had  an  adverse  Impact  on  the  comfort,  appearance,  and  morale 
of  female  service  members. 


(2)  Conclusion. 

ij  A requirement  exists  for  the  development  of  field  clothing  and 

equipment  for  women  that  can  provide  them  the  needed  protection  and 
comfort  for  an  extended  period  of  field  duty. 

h.  Female  Field  Health  and  Sanitation. 

(1)  Findings. 

Health  and  sanitation  provided  for  women  during  REF  WAC  77  proved 
Inadequate.  The  great  distance  and  Infrequency  of  visits  to  shower 
points  were  a source  of  major  complaint  among  the  women.  They  found 
helmet  baths  unsatisfactory  and  voiced  a desire  for  more  frequent 
trips  to  the  shower  point.  This  requirement  for  frequent  showering 
received  support  from  the  medical  observers  who  verified  that, 
gynecologlcally  speaking,  a woman  has  a greater  need  for  more  frequent 
attention  to  body  cleanliness  than  a man.  For  similar  reasons,  pi'  t3rpe 
latrines  were  not  satisfactory  for  women,  who  sought  other  sources  for 
relief.  They  expressed  the  added  concern  of  possible  assault  whll 
visiting  a darkened  latrine  site  some  distance  from  their  billet, 
although  no  such  attack  was  ever  reported.  It  was  also  noted  during 
REF  WAC  77  that  field  medical  facilities  were  not  equipped  to  attend 
to  female-related  disorders  as  evidenced  by  the  following  medical 
shortfalls: 
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(a)  No  obstetrlclan-g3mecologlsc  was  available  within  the  1st 
Infantry  Division,  nor  was  one  authorized* 

(b)  Initial  planning  failed  to  Include  particular  female  medications 
In  the  basic  drug  list* 

(c)  No  vaginal  speculums  were  available  within  the  Division  medical 
elements* 

(d)  No  examination  tables  with  stirrups  were  available  for  examining 
women,  nor  did  the  combat  support  hospital  have  examining  tables 
equipped  with  stirrups* 

The  above  list  does  not  Identify  the  full  extent  of  the  problems 
associated  with  the  health  care  requirements  of  a large  number  of 
women  on  extended  field  duty*  It  does,  however,  indicate  a problem 
exists  that  requires  special  consideration*  Since  this  medical  capa- 
bility was  lacking,  female-oriented  medical  problems  were  necessarily 
referred  to  a base  hospital  some  distance  from  the  maneuver  site* 

(2)  Conclusions* 

Requirements  exist  for  the  development  of  field  health  and  sanitation 
policies  and  procedures  and  for  the  provision  of  field  medical  facilities, 
drugs.  Instruments,  and  personnel  that  more  adequately  respond  to 
the  special  health  care  requirements  of  women* 

1*  Female  Leadership* 

(1)  Findings* 

The  number  of  female  leaders,  officer  and  NCO,  participating  in 
REF  WAC  77,  was  so  small  that  fully  supportive  findings  could  not 
be  made*  Observers  did  note  Isolated  Incidents  In  which  female  leaders 
either  had  no  concept  of  how  to  exercise  their  authority,  or  abused 
that  authority*  Female  leaders  were  also  noted  to  be  lacking  In  tactical 
training*  Additionally,  there  were  occasions  when  women  experienced 
difficulty  In  gaining  acceptance  as  leaders*  Their  authority  was 
Ignored  by  men  who  would  not  accept  women  regardless  of  their  demon- 
strated competence*  The  following  Incidents  exemplify  the  above: 

(a)  A female  platoon  leader  constantly  exhibited  poor  leadership 
and  contributed  to  or  was  the  cause  of  low  morale  In  her  platoon* 

She  could  not  or  would  not  control  her  attitude  toward  the  Army  or 
her  people  In  their  presence*  She  demonstrated  little  respect  for 
her  enlisted  personnel  and  gave  little  guidance  to  her  NCO's*  Aa  a 
result,  mleslons  were  performed  without  enthusiasm  and  morale  was 
low* 
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(b)  A male  automotive  warrant  officer  Indicated  to  a REF  WAC  77 
observer  that  female  NCO's  "may  not  be  able  to  handle  the  troops." 

This  warrant  officer's  comment  was  purely  speculative  for  there  were  no 
female  NCO's  In  his  technical  field  at  the  time,  and  he  had  no  previous 
experience  with  female  leaders.  The  lack  of  confidence  In  women  expressed 
by  this  Individual  Is  Indicative  of  male  bias  against  female  leadership 
In  a nontradltlonal  area. 

(2)  Conclusion. 

The  above  observations  provide  further  support  for  the  requirement 
for  Improved  tactical  and  leadership  training  for  women  as  well  as 
an  Army-wide  education  program  in  support  of  women  in  the  Army. 

j . Female  Migrations  from  Nontradltlonal  Specialties. 

(1)  Findings. 

Of  the  229  women  participating  In  REFORGER,  49  were  working  in  an 
MOS  other  than  their  own.  Of  these,  17  had  migrated  from  a nontradltlonal 
MOS  to  traditional  specialties,  while  three  had  shifted  from  traditional 
to  nontradltlonal  specialties.  Two  women  with  nontradltlonal  MOS  were 
serving  In  other  nontradltlonal  MOS.  The  remaining  27,  trained  In 
traditional  MOS,  had  migrated  to  other  traditional  MOS. 

(2)  Conclusions. 

Slightly  over  seven  percent  (7.4%)  of  the  females  participating 
In  REFORGER  had  migrated  from  nontradltlonal  to  traditional  assignments. 

k.  Female  Content  In  Units. 

(1)  Findings. 

(a)  Information  was  obtained  from  108  first-line  supervisors, 

60  unit  leaders,  25  observer  team  members,  and  19  NCO  data  collectors. 
Their  recommendations  were  taken  on  proportions  of  women  co  be  utilized 
In  the  combat  support/combat  service  support  units  under  observation. 

This  Information  concerned  male-female  ratios  by  MOS,  team,  section, 
platoon,  and  company.  The  Information- reflected  both  command  policies 
and  Individual  biases  in  real  units  In  the  REFORGER  situation,  leading 
to  wide  variations  among  the  separate  units.  Illustrations  of  these 
variations  are  found  In  the  reports  of  tne  chiefs  of  the  signal  and 
transportation  teams.  The  signal  team  chief  recommended,  based  on 
female  strength  limitation  and  current  tactical  proficiency,  that  no 
women  be  assigned  to  signal  letter  companies.  The  transportation  team 
chief  recommended,  at  the  other  end  of  the  spectrum,  the  assignment  of 
women  In  percentages  up  to  50  percent. 
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(b)  The  REF  WAC  Test  Directorate  subjectively  analyzed  this  Informa- 
tion In  the  context  of  observations  on  REFORGER,  taking  Into  considera- 
tion tactical  and  sustainment  requirements,  to  develop  recommended 
upper  limits  for  female  content  In  the  observed  units*  Observations 
and  considerations  In  deriving  these  upper  limits  Include: 

(2.)  The  current  level  of  tactical  training  among  women  observed 
on  REFORGER  was  well  below  that  of  men. 

(2^)  Companies  with  a high  female  density  would  encounter  difficul- 
ties In  operations  such  as  perimeter  defense,  reaction  force,  local 
patrolling,  rear  area  protection  (MP  units)  and  Interior  guard. 

Q)  The  primary  rationale  used  In  arriving  at  recommendations 
on  female  content  In  units  Is  unit  proximity  to  probable  combat  areas. 
Units  operating  In  the  division  rear  area  could,  under  this  concept, 
accept  a higher  female  density  than  a unit  operating  habitually  forward 
of  the  brigade  rear  boundary.  An  additional  consideration  was  given 
to  the  factor  of  sustainment. 

(4)  Unit  sustainment  tasks  requiring  team  efforts  In  heavy  lifting, 
digging,  or  hauling  over  an  extended  period  of  time  could  have  an 
adverse  effect  on  a company  with  a high  female  density. 

(2)  Conclusions. 

The  REF  WAC  77  Test  Directorate  recommends  that  the  upper  limit 
of  female  content  In  the  subject  combat  support /combat  service  support 
units  be  as  follows: 


UNIT  AUTHORIZED  STRENGTH  MAXIMUM  FEMALE  CONTENT  PERCENT 


Maintenance  Battalion 
(MTOE  29-26) 


Headquarters  and 


Light  Company 

113 

29 

25 

B Company 

211 

53 

25 

C Company 

173 

26 

15 

Medical  Battalion 
(MTOE  8-37) 

Headquarters  and 

A Company 

138 

35 

25 

C Company 

76 

19 

25 

Military  Police  Company 
(MTOE  19-3 7H) 

MP  Company 

166 

26 

15 
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UNIT  AUTHORIZED  STRENGTH  MAXIMUM  FEMALE  CONTENT  PERCENT 


Signal  Battalion 
(MTOE  11-37) 


HHC 

96 

24 

25 

A Company 

204 

51 

25" 

B Company 

123 

18 

15 

C Company 

153 

38 

25 

Transportation 

Battalion  (MTOE  29-65H) 

HHC 

49 

12 

25 

A Company 

140 

35 

15 

B Company 

183 

46 

15 

4.  FUTURE  REQUIREMENTS. 

a.  REFORGER  1978. 

(1)  The  military  observers  for  REF  WAC  77  do  not  recommend  a repeat 
of  the  experiment  for  REFORGER  78.  It  Is  their  belief  that  sufficient 
data  were  obtained  during  REFORGER  77  to  offset  the  requirement  for 
similar  testing  In  1978.  There  would  be  justification  for  repeating 
the  experiment  In  1978  if  positive  corrective  action  were  taken  on  all 
the  REF  WAC  77  findings,  e.g.,  female  clothing,  sanitation,  health 
care.  Improved  training  of  EW  before  the  scheduled  date  of  REFORGER 

78,  permitting  the  testing  of  innovations  effected  by  this  corrective 
action.  If  the  corrective  action  is  not  accomplished  by  the  date  for 
REFORGER  78,  then  further  tests  certainly  should  be  conducted  at  some 
future  date  to  determine  the  ^fects,  good  or  bad,  of  the  corrective 
action  taken  based  on  the  results  of  REF  WAC  77. 

(2)  If  the  experiment  is  repeated  in  1978,  and  maximum  benefit  is 
to  be  gained,  it  is  imperative  that  the  test  sample  of  women  be  greatly 
Increased  In  number.  Also  observers  must  have  detailed  advance  know- 
ledge of  the  scenario  for  the  organization  under  study  so  they  can 
plan  for  optimum  coverage  of  the  female  participation. 

(3)  Recommended  changes  Include: 

(a)  Predetermined  AIT  graduate  fills  of  both  male  and  female  soldiers 
In  exercise  units. 

(b)  Organization,  stabilization  and  pre-exercise  training. 

(c)  Controlled  deployment. 

(d)  Insertion  of  exercise-compatible  scoring  events  on  a limited 
basis. 
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b.  Concept  for  Future  Testing. 

(1)  Concept. 

This  concept  calls  for  the  controlled  fill,  organization,  stabili- 
zation, training,  and  testing  of  teams  and  sections  of  the  selected 
units.  The  research  effort  would  be  conducted  over  a 6-  to  9-month 
period  in  five  phases. 

(a)  Phase  1.  DA  would  identify  five  CONUS  divisions  having  combat 
support  and  combat  service  support  units  similar  to  those  observed 
during  REF  WAC  77.  Each  of  the  divisions  would  accept  a fill  of  male 
and  female  AIT  graduates  in  one  of  the  five  branch  areas  evaluated  in 
REF  WAC  77  (maintenance,  medical,  military  police,  signal,  and  supply 
and  transportation). 

(b)  Phase  2.  Divisions  would  organize,  stabilize,  and  train  male 
and  female  AIT  graduates  in  team/ section  mixes  recommended  by  the  REF 
WAC  77  study.  Control  team/ sections  which  are  all  male,  would  be 
similarly  organized  and  trained. 

(c)  Phase  3.  A small  test  directorate  would  be  established  under 
DCSPER.  The  directorate  would  place  monitors  at  each  division  location 
to  observe  the  organization,  stabilization,  and  training  of  the  units. 

(d)  Phase  4.  The  directorate,  augmented  with  personnel  and  equip- 
ment assets  from  each  participating  division,  would  test  individual 
MOS  proficiency  using  skill  qualification  tests  and  unit  proficiency 
using  the  standard  applicable  ARTEPs  under  highly  controlled  conditions. 
Testing  could  be  accomplished  in  48  to  72  hours. 

(e)  Phase  5.  Evaluation  and  reporting  of  test  results  would  include 
a comparative  analysis  between  test  and  control  units  and  a further 
comparison  of  these  results  with  REF  WAC  77  findings  by  team  and  section 
in  each  branch  area. 

(2)  Advantages. 

The  REF  WAC  77  Military  Test  Directorate  concept  for  future  testing 
offers  several  distinct  advantages. 

(a)  The  concept  is  flexible  in  scope  and  can  be  limited  or  expanded 
as  desired  in  terms  of  numbers  and  types  of  team  and  sections  to  be 
evaluated . 

(b)  The  research  effort  can  be  accomplished  exclusively  in  CONUS. 

(c)  This  research  effort  need  not  be  linked  to  scheduled  exercises. 

(d)  Because  the  research  staff  can  be  relatively  small  and  assets 
to  support  the  effort  can  be  locally  furnished,  fund  expenditures  would 
be  modest . 
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PART  V 


INTERVIEWS  WITH  ENLISTED  WOMEN  PARTICIPANTS 
AND  NCO  DATA  COLLECTORS 


1.  INTERVIEWS  WITH  SELECTED  ENLISTED  WOMEN  PARTICIPANTS 

a.  Introduction. 

Approximately  two  months  after  the  completion  of  REFORGER  77,  ARI 
conducted  interviews  at  Ft  Riley  with  40  EW  who  had  taken  part  in  the 
exercise.  These  40  EW  previously  had  been  identified  as  the  best  and  the 
poorest  EW  performers  on  the  field-exercise  portion  of  REFORGER.  The 
identification  was  Indicated  by  the  average  of  the  daily  performance 
ratings  given  them  by  their  immediate  supervisor( s)  in  the  field,  using 
a 7-point  scale.  This  scale  is  described  in  Part  II  of  this  report. 

The  women  selected  for  interviewing  were  the  20  with  the  highest  average 
daily  performance  ratings  (range:  6.7  to  7.0)  and  the  20  with  the 
lowest  average  ratings  (range:  3.7  to  5.1).  The  purposes  of  these 
interviews  were  (1)  to  Identify  background  characteristics,  e.g.,  prior 
Army  experiences  which  might  be  useful  in  the  future  in  trying  to 
predict  quality  of  performance  in  a field  exercise,  and  (2)  to  obtain 
additional  information  about  REFORGER  77.  (See  Appendix  A,  pp.  A- 128,  129.) 

b.  Pre-Army  Experiences  and  Performance. 

It  was  hypothesized  that  the  performance  of  women  on  REFORGER  would 
be  related  to  previous  field  experience  in  the  Army  or  outdoor  experience 
prior  to  the  Army.  As  such,  the  high  performers  likely  would  have  had 
more  pre-Army  experiences  with  camping  and  hiking,  as  well  as  other 
outdoor  activities.  This  expectation,  however,  was  not  supported 
by  the  interviews.  In  fact,  more  low  than  high  performers  said  they  had 
had  pre-Army  camping  experience  and  that  they  had  been  known  as  "tomboys” 
while  growing  up. 

Further  querying  of  the  women  about  pre-Army  factors  which  might  have 
Influenced  their  ability  to  perform  on  Army  field  exercises  was  not 
fruitful.  There  was  virtual  unanimity  among  the  respondents  in  their 
inability  to  recollect  any  such  pre-Army  experiences. 

c . Army  Experiences  and  Performance. 

The  interviews  also  failed  to  support  the  contention  that  field 
performance  on  REFORGER  would  be  related  to  previous  field  experience 
in  the  Army.  There  was  little  difference  between  high  and  low  per- 
formers in  terms  of  previous  Army  field  experience. 
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While  previous  camping  or  field  experience  was  apparently  unrelated 
to  performance  during  REFORGER  77,  prior  experience  with  the  particular 
job  performed  during  REFORGER  was  possibly  related  to  performance.  An 
examination  of  MOS-mismatch  (defined  as  not  working  in  one's  FMOS)  showed 
was  no  difference  between  low  and  high  performers  on  this  dimension. 

Further  probing  of  the  women,  however,  uncovered  a potential  reason  why 
some  women  performed  more  poorly  than  others  on  REFORGER  77. 

Six  of  the  20  low  performers  (30  percent)  noted  that  while  they  had 
worked  in  their  PMOS  during  REFORGER  77,  REFORGER  marked  the  first  time 
they  had  worked  in  their  PMOS  since  Advanced  Individual  Training  (AIT). 

Had  they  been  participating  in  their  moS  while  in  garrison  prior  to 
REFORGER  77,  the  women  felt  they  would  have  been  able  to  perform 
better  during  the  field  exercise.  As  a matter  of  fact,  some  women 
indicated  that  their  MOS  performance  improved  during  REFORGER  as 
they  reacquainted  themselves  with  their  PMOS.  Hie  above  point  is 
further  reinforced  by  the  fact  that  no  high  performer  mentioned  assign- 
ment to  another  MOS  immediately  preceding  REFORGER  77. 

One  female  mechanic  felt  that  her  MOS  performance  was  more  difficult 
in  the  field,  away  from  the  job  aids  she  had  in  the  motor  pool.  However, 
there  was  a paucity  of  such  comments.  The  overwhelming  majority  of 
women  did  not  indicate  that  job  performance  was  more  difficult  in  the 
field  than  in  garrison. 

d.  Performance  of  Women  Relative  to  Men. 

The  respondents  were  asked  to  compare  their  own  performance  to  men  in 
the  same  paygrade  and  MOS.  In  general  the  women  felt  that  their 
performance  was  equal  to  that  of  their  male  counterparts.  However,  some 
dissatisfaction  was  expressed  over  supervisory  staffing  strategies. 

Some  women  perceived  that  supervisors  had  a proclivity,  when  confronted 
with  a sex  choice  (especially  for  tasks  requiring  above-normal  amounts 
of  physical  strength),  to  select  a male  to  accomplish  the  task.  This 
indicated  to  them  that  supervisors  regarded  performance  abilities  of  men 
as  higher  than  women  in  many  field  tasks.  This  was  a source  of  discontent 
for  many  women  who  did  not  feel  Inferior  to  men  in  terms  of  job  performance 
ability. 

e . Adjustment  to  the  Field. 

Host  respondents  felt  that  they  were  able  to  adjust  adequately  to 
working  in  the  field.  There  were  numerous  complaints  regarding  the 
sanitary  conditions.  These  complaints  focused  primarily  on  the  low 
frequency  of  showers,  the  lack  of  clean  latrines,  and,  in  some  cases, 
the  fact  that  the  latrines  had  to  be  shared  with  men. 


Also,  some  concern  was  expressed  by  women  over  their  safety  vdille 
walking  100  or  more  yards  from  their  tents  to  the  latrines  at  night. 
Despite  their  concern  with  potential  assaults,  the  women  agreed  that  the 
male  soldiers  in  their  own  units  did  not  demonstrate  excessive  sexual 
aggressiveness  toward  them  during  the  field  exercise.  In  fact,  if 
anything,  the  men  in  their  units  shielded  them  from  the  undesirable 
advances  of  men  from  other  units. 

One  problem  the  women  agreed  upon  regarding  adjustment  to  the  field 
was  that  of  clothing.  The  weather  in  Germany  during  REFORGER  77 
was  cool,  particularly  in  the  forest.  The  women  said  that  their  fatigues 
were  too  thin  to  afford  the  necessary  protection  from  the  cold.  They 
reported  that  their  own  Informal  comparisons  of  men's  and  women's 
fatigues  indicated  that  the  men's  fatigues  were  substantially  superior. 
They  recommended  that  the  women's  fatigues  be  Improved. 

It  is  Important  here  to  distinguish  between  performance  and  adjust- 
ment. While  previous  field  experience  appeared  unrelated  to  quality  of 
performance  during  the  field  exercise,  the  interviews  suggested  that 
past  field  experience  did  aid  adjustment  to  the  field.  Many  women 
indicated  that  their  ability  to  cope  adequately  with  field  conditions 
was  enhanced  because,  from  previous  field  exercises,  they  knew  what  to 
expect.  The  women,  in  general,  did  not  feel  that  adjustment  for  them 
was  any  more  difficult  than  for  the  men.  As  one  woman  noted  *'they 
(the  men)  worked  in  the  same  field  we  did.** 

f . Leadership  and  Authority  Issues. 

The  women  were  questioned  as  to  any  leadership  or  training  problems 
that  may  have  Impacted  on  their  performance  during  REFORGER  77.  In 
general,  the  women  could  not  identify  specific  problems  in  training  or 
leadership,  except  the  lack  of  sufficient  FNOS  experience  hnd  supervisory 
staffing  procedures. 


With  regard  to  the  whole  question  of  the  authority  system  within  the 
Army,  virtually  no  woman  felt  compelled  to  attack  the  system.  Most  were 
quite  willing  to  take  or  give  orders.  However,  the  women  felt  that  they 
had  a right  to  ask  questions  related  to  orders  to  determine  their 
purpose.  The  women  also  indicated  sensitivity  as  to  whether  supervisors 
gave  orders  in  order  to  accomplish  an  Army  mission,  or  simply  to  demon- 
strate their  own  authority.  There  was  no  basis  for  determining  if  these 
female  concerns  differed  from  those  of  their  male  peers. 
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g , Summary. 


In  general  the  women  Interviewed  at  Fort  Riley  who  took  part  in 
REFORGER  77  indicated  that  they  were  able  to  adjust  and  perform  satisfac- 
torily under  extended  field  conditions.  They  felt  that  their  adjustment 
and  performance  were  equal  to  the  men.  Among  the  women,  the  primary 
factor  which  distinguished  the  high  performers  from  the  low  was  prior 
Army  experience  with  MOS-related  casks  performed  during  REFORGER.  A 
number  of  the  lower  performers  alleged  that  they  did  not  have  very  much 
prior  experience  in  performing  the  MOS-related  tasks  they  were  called 
on  to  perform  during  REFORGER. 


2.  INTERVIEWS  WITH  NCO  DATA  COLLECTORS 

a.  Overall  Impression  of  Enlisted  Women  Performance. 

ARI  conducted  interviews  with  the  NCO  data  collectors  shortly  after 
REFORGER  was  completed.  Some  of  these  interviews  were  conducted  in 
USAREUR,  but  most  were  conducted  in  Alexandria,  VA.  TWo  general  impressions 
arose  from  reading  reports  of  the  Interviews  with  the  NCO  data  collectors. 
One  impression  on  which  there  was  almost  complete  agreement  was  that 
the  effectiveness  of  Che  units  observed  did  not  suffer  as  a result  of 
having  had  women  assigned  to  them.  The  other  Impression  which  did  not 
have  complete  agreement  was  that  the  women,  as  individuals,  did  not 
perform  as  well  as  the  men  on  certain  tasks.  One  type  of  task,  that 
some  NCO's  said  had  not  been  performed  as  well  by  the  women  as  by  the 
men,  called  for  physical  strength  e.g.,  changing  a tire  on  a 2 1/2 
ton  truck  or  lifting  a 5-gallon  gasoline  can.  In  part,  the  question  is 
simply  whether  an  Individual  woman  has  the  strength  or  not  to  perform 
the  Casks.  In  part,  however,  the  question  is  also  whether  Che  (primarily 
male)  supervisors  think  the  women  can  perform  them.  Rather  consistently, 
women  gave  many  more  favorable  opinion  of  what  t,h^y  could  do  than  the 
men  gave.  (Many  women  reported  either  that  they  were  not  asked  to 
perform  certain  Casks  or  they  avoided  them  by  asking  (even 
with  insufficient  justification)  not  to  be  required  to  perform  them.] 

Without  further  research,  therefore,  it  is  not  possible  to  say  how  much 
of  the  alleged  inability  of  the  women  to  perform  some  tasks  was  an 
actual  inability  and  how  much  of  It  was  not.  In  any  event,  when  a 
supervisor  considered  a particular  task  too  demanding  physically  for  an 
EW  to  perform,  he  would  usually  assign  the  task  to  an  EM.  When  this 
happened,  some  of  the  men  would  complain  while  others  felt  that  they 
ought  to  help  the  women  with  these  tasks.  (See  Appendix  A,  page  A-127.) 
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The  other  type  of  task  which  (according  to  some  of  these  NCO's) 
was  not  performed  as  well  by  the  women  as  by  the  men  was  the  type 
of  task  that  calls  for  special  field  training  and  experience,  e.g., 
erecting  a tent  or  lighting  a stove  to  use  in  heating  the  tent.  It 
was  the  opinion  of  the  NCO's  that  many  of  the  women  hadn't  been  given 
adequate  training,  e.g.,  in  BCT/AIT.  Some  NCO's  said  the  women  were 
insufficiently  trained  in  how  to  carry  out  various  tasks  that  go  into  an 
extended  field  exercise  and  that,  prior  to  REFORGER,  little  or  no  effort 
was  made  to  compensate  for  this  Inadequacy.  It  is  thus  understandable 
that,  out  in  the  field,  many  supervisors  preferred  to  assign  such  tasks 
to  men  rather  than  take  the  time  required  to  teach  the  women  how  to 
perform  them. 

b.  Recommendations  for  Improving  Data  Quality. 

The  data  collectors  provided  a number  of  suggestions  for  improving 
future  data  collections  of  the  same  general  type.  The  suggestions 
can  be  classified  into  (1)  selection  of  data  collectors,  (2)  training, 
and  (3)  housing  and  transportation  in  the  field. 

(1)  Selection  of  Data  Collectors. 

A number  of  data  collectors  suggested  that  future  data  collectors 
should  be  chosen  on  a voluntary  basis.  A data  collector  should  be 
in  the  same  Career  Management  Field  as  the  soldiers  in  the  unit  observed. 
Finally,  data  collectors  should  be  screened  by  ARI  to  insure  that  they 
are  properly  qualified.  There  was  no  consensus  about  whether  those  data 
collectors  should  be  enlisted  personnel  (E5  and  above)  or  officers. 

(2)  Training  of  Data  Collectors. 

The  data  collectors  agreed  that  they  needed  more  training 
than  they  had  received  if  they  are  to  perform  satisfactorily.  The 
training  should  focus  on  the  general  purpose  of  the  overall  research 
effort,  the  particular  purposes  of  the  data  collectors'  mission,  and  the 
mechanics  for  collecting  the  data,  e.g.,  how  to  fill  out  the  forms. 

(3)  Housing  and  Transportation. 

Most  of  the  NCO  data  collectors  indicated  dissatisfaction  with 
housing  arrangements  in  the  field.  They  felt  that  they  needed  their  own 
GP  small  tent,  equipped  with  a table  and  some  type  of  lighting,  so  that 
they  could  do  the  paperwork  that  goes  with  the  data  collection.  A 
number  of  data  collectors  also  complained  about  the  transportation 
arrangements.  In  many  cases  they  were  as  they  put  It,  "at  the  mercy"  of 
the  units  they  were  observing.  In  other  words,  they  often  wanted  to 
collect  data  at  one  place  while  the  vehicle  necessary  to  transport  them 
to  that  place  was  elsewhere.  As  a result,  some  of  the  data  they  considered 
useful  for  evaluating  the  exercise  was  not  gathered. 
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PART  VI 


INTEGRATED  DISCUSSION,  CONCLUSIONS,  AND  RECOMMENDATIONS 
1.  SCOPE  OF  PART  VI 

Observations  and  the  results  of  analyses  of  more  objective  data 
have  been  reported  In  the  preceding  parts  of  this  report*  An  Inte- 
gration of  these  findings  In  the  context  of  the  total  ARI  research 
effort  will  be  attempted  In  Part  VI.  The  discussion  will  Include 
the  Identification  of  shortcomings  of  the  research  to  date.  The 
reservations  of  the  ARI  scientific  staff.  In  extrapolating  results 
to  situations  and  conditions  not  In  REF  UAC,  will  be  explained. 

The  operational  Implications  of  ARI  research  conclusions  will  be 
discussed  and  recommendations  for  future  Investigations  provided. 


2.  PLACING  REF  WAC  IN  CONTEXT 

a.  The  Management  Milieu. 

The  REF  UAC  research  effort  parallels  with  other  Investigations  and 
management  studies,  all  planned  as  Input  for  management  decisions  that 
have  to  be  made  In  the  Spring  of  1978.  The  decisions  relate  to  optimal 
numbers  and  utilization  of  female  soldiers  for  an  effective  Army  having 
personnel  policies  reflecting  the  will  of  the  American  people.  Thus, 
long-range  plans  for  accessioning  women  Into  the  Army  over  the  next 
several  years  will  be  determined. 


One  parallel  Investigation  will  provide  recommendations,  based  on 
Individual  performance  tests,  as  to  whether  certain  MOS  tasks  can  be 
performed  adequately  by  female  soldiers.  Where  appropriate,  the  Investi- 
gation will  calculate  the  cost  of  modifying  tools  and/or  equipment  to 
permit  the  utilization  of  more  women.  Another  parallel  Investigation 
will  provide  recommendations  as  to  the  suitability  of  women  for  every 
Army  MOS.  Survey  data  provided  by  military  experts  and  career  progression 
considerations  will  enter  Into  these  recommendations.  Several  coordinated 
Investigations  will  provide  physical  strength  tests  by  late  1978  for 
possible  experimental  use  in  a gender-free  selection  and  assignment 
system  at  a still  later  date. 

The  REF  WAC  results  provide  the  best  available  information  on  perform- 
ance of  female  soldiers  In  an  extended  field  situation,  as  contrasted 
with  performance  In  garrison  type  duties.  Divisional  support  companies 
almost  always  will  have  installation  support  missions  which  do  not 
necessarily  mirror  their  mission  of  supporting  combat  brigades  on  a 
battlefield.  Therefore,  the  careful  distinction  between  garrison 
and  field  missions  of  support  units  Is  essential.  Failure  to  separate 
the  two  missions  Is  equivalent  to  confusing  the  parade  and  fighting 
functions  of  combat  arms  troops. 
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b.  MAX  WAC  Compared  to  REF  WAC. 

From  summer  1976  thru  spring  1977,  ASI,  augmented  by  23  officers  and 
several  enlisted  soldiers,  conducted  the  force  development  test  "Maximum 
Women  Army  Content,"  (MAX  WAC).  Tlie  goal  was  to  determine  the  effect 
of  different  percentages  of  female  soldiers  on  unit  performance  in^a 
72-hour  ARTEP  exercise.  A total  of  40  companies  was  observed  in  55 
field  exercises  with  15  companies  undergoing  both  a fall  and  a spring 
MAX  WAC  ARTEP.  Final  report  on  this  test  was  provided  In  October  1977. 

MAX  WAC  performance  and  questionnaire  data  supported  a conclusion  that 
the  addition  of  up  to  352  women  had  a negligible  Impact  on  unit  performance 
during  an  Intensive  three-day  field  exercise  for  the  type  of  companies 
tested  (maintenance,  medical,  military  police,  signal,  and  supply  and 
transportation).  However,  the  shortness  of  the  72-hour  ARTEP,  tentative 
evidence  that  female  soldiers  were  more  likely  than  men  to  be  left 
behind  when  a support  company  went  Into  the  field,  and  the  lack  of  data 
on  the  performance  of  mixed  gender  platoons,  sections,  or  teams,  led 
managers  to  feel  that  more  data  were  required  before  safely  assuming  that  field 
performance,  _lji  general . was  not  affected  by  unit  content  of  women  (up 
to  352). 

The  Inherent  characteristics  of  REF  WAC,  as  compared  to  MAX  WAC, 
are  summarized  In  Table  VI-1. 


Table  VI -1 

CHARACTERISTICS  OF  REF  WAC  COMPARED  WITH  MAX  WAC 


1.  Tasks  determined  by  targets  of  opportunity;  MAX  WAC  - Tasks 
evoked  by  standard  scenarios. 

2.  Ratings  obtained  by  platoon/section;  MAX  WAC  - Scores  obtained 
by  company. 

3.  Tasks  rated  several  times  during  FTX;  MAX  WAC  - Tasks  scored 
once  during  ARTEP. 

4.  Units  observed  during  3-Week  field  deployment;  FTX;  MAX  WAC  - 
units  observed' during  72-hour  ARTEP. 

5.  Content  of  women  up  to  102  (TRADOC  limit);  MAX  WAC  - Content 
of  women  up  to  352. 

6.  Weather  and  terrain  comparable  for  most  observations;  MAX  WAC  - 
Units  observed  over  a wide  range  of  weather  and  terrain. 
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In  many  ways,  MAX  WAC  and  REF  WAC  were  quite  similar*  For  example, 
both  Involved  the  collection  of  performance  scores  of  units  or  groups 
and  questionnaire  responses  of  soldiers.  Both  required  establish- 
ment of  a military  test  directorate  to  provide  the  expert  raters  for 
scoring  field  performance. 

The  first  comparison  In  Table  VI-1  contrasts  ARTEP  tasks  elicited 
by  a standard  MAX  WAC  scenario  specific  to  each  type  O-  company  with  the 
requirement  for  REF  WAC  officer  evaluators  to  select  tasks  to  rate 
as  targets  of  opportunity.  In  REFORGER  77,  If  the  overall  CARBON 
EDGE  scenario  and  Its  tactical  Implementation  by  the  maneuver  units 
did  not  require  specific  tactical  events,  such  as  for  a support  unit 
to  defend  Its  perimeter  or  to  react  to  an  ambush  while  on  a road  march, 
then  performance  on  such  tactical  events  could  not  be  rated.  Similarly, 
If  exercise  participants  placed  only  negligible  requirements  on  a 
medical  unit  to  care  for  sick  and  Injured  soldiers,  there  was  no  work 
load  simulation  and  the  medical  unit  did  not  perform  many  of  the  tasks 
required  In  an  ARTEP  scenario.  Only  about  one  third  of  the  units 
observed  as  part  of  REF  WAC  changed  locations  during  the  CARBON  EDGE 
exercise,  while  one  or  more  moves  were  built  Into  every  MAX  WAC  scenario. 
Apart  from  the  availability  of  tasks  to  rate  under  noninterference 
rules,  the  conditions  except  for  weather  and  terrain,  were  much  more 
variable  and  thus  less  comparable  chan  In  MAX  WAC.  There,  each  event  had 
a specific  place  In  the  scenario  and  was  carefully  defined. 

A major  deficiency  of  MAX  WAC  scoring  procedures  for  some  types  of 
companies  was  that  the  team  or  group  engaged  In  tasks  (comparable 
to  group  event  ratings)  could  not  always  clearly  be  determined.  Thus 
a task  score  could  not  be  attributed  to  a group  of  a known  gender 
mix.  Only  the  number  of  women  In  the  unit  as  a whole  could  be  associated 
with  a task  score. 

Nor  was  It  possible  to  compare  task  scores  across  the  first  and 
second  MAX  WAC  ARTEP  (for  twice-tested  companies).  The  first  ARTEP  was 
scored  by  local  evaluators  In  addition  to  (and  quite  Independently  of) 
the  MAX  WAC  officer  evaluators.  It  can  be  presumed  that  poorly  performed 
tasks  were  Identified  to  the  company  commander  (per  TRADOC  doctrine)  to 
receive  greater  emphasis  In  company  training.  Thus,  If  training  were 
applied  correctly  to  the  tasks  most  In  need  of  remedial  attention,  as 
Identified  by  the  local  evaluators  on  the  first  ARTEP,  the  second  ARTEP 
should  show  an  entirely  different  set  of  tasks  as  most  In  need  of 
further  training.  Obviously,  ARTEPs  could  not  be  compared,  task  by 
task,  across  two  successive  ARTEP  presentations:  comparison  of  task 
scores  across  two  successive  ARTEPs  for  the  same  company  would  provide  a 
spuriously  low  estimate  of  test-retest  reliability. 
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REF  WAC  tasks  (group  event  ratings)  legitimately  could  be  compared 
across  one  or  more  performances  during  CARBON  EDGE  without  fear  that 
rating  modules  In  themselves  would  affect  future  performances.  Thus 
group  event  ratings  could  be  used  %fhereas  only  the  aggregated  event 
scores  l.e.,  total  company  scores,  could  be  appropriately  utilized  in 
NAX  WAC.  MAX  WAC  events  were  given  a single  score  for  a company  even 
though  an  event  such  as  an  ambush,  might  have  occurred  more  than  once  In 
a single  ARTEP.  In  REF  WAC,  each  Instance  of  performance'  received  a 
separate  score,  thus  permitting  a comparison  of  performance  over  time. 

The  opportunity  to  compare  units  with  a varying  number  of  women 
In  the  units  observed  In  MAX  WAC  Is  clearly  resolved  In  favor  of  MAX 
WAC  which  had  controlled  fills  up  to  35Z.  Also,  some  MAX  WAC  company 
types  were  Corps  units  and  thus  fillable  to  20Z  women  under  the  limit 
recommended  to  DA  by  TRADOC.  All  CONUS-based  REF  WAC  units  had  a TRADOC 
llmlr  of  lOZ.  Although  most  units  were  filled  almost  to  this  limit, 

DA  directive  to  the  unit  commanders  prevented  them  from  leaving  more 
women  than  men  at  home.  Ifembers  of  the  male  cohort  selected  at  Fort 
Riley  were  often  assigned  to  FAST  or  Contact  teams  during  CARBON  EDGE. 
This  action  greatly  restricted  the  opportunity  to  compare  performance  of 
the  male  soldiers  to  matching  females,  who  were  seldom  placed  on  these 
teams  that  normally  operated  forward  of  the  brigade  rear  boundary. 

The  emphasis  on  team/group  evaluation  in  REF  WAC  and  the  fairly 
even  distribution  of  women  across  the  support  companies  that  contained 
women  made  the  distribution  of  women  In  the  groups  within  the  companies 
of  critical  Importance.  The  REF  WAC  research  design  would  have  been 
facilitated  by  an  assignment  policy  that  concentrated  women  Into  a 
few  groups,  leaving  other  groups  all  male.  The  availability  of  mixed 
gender  groups  to  compare  with  all-male  groups,  so  essential  to  the 
REF  WAC  approach,  depended  as  much  on  an  uneven  distribution  of  the 
women  as  on  the  total  number  of  women  in  the  company. 

c.  Limitations  on  the  Generallzabllltv  of  REF  WAC  Results. 

The  value  of  REF  WAC  results  is  necessarily  limited  by  the  character- 
istics of  REFORGER  77:  the  number  of  female  soldiers  present;  the  ex- 
isting weather  and  terrain  conditions;  and  the  kind  of  tasks  and 
functions  women  were  required  to  perform.  The  noninterference  rule 
meant  that  standard  events  could  not  be  generated  for  rating  purposes; 
that  work  loads  could  not  be  simulated  where  natural  work  loads  were  so 
light  as  to  limit  observational  opportunities;  and  that  the  variety  of 
observable  tasks  could  not  be  artlflcally  Increased. 
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Only  one-third  of  the  companies  that  might  have  been  expected 
to  change  locations  during  CASBON  EDGE  actually  moved  one  or  more 
times*  The  weather  was  relatively  mild  during  the  actual  exercise 
although  In  the  pine  forests  %diere  most  encampments  were  placed  It  was 
frequently  too  cold  for  the  comfort  of  female  soldiers  who  relied  on 
standard  Issue  apparel.  It  Is  difficult  to  predict  how  well  the  many 
women  who  complained  of  the  cold  would  have  fared  If  REFORGER  77  had 
been  held  midwinter  In  a colder  region.  The  women  may  well  have  com- 
plained less  If  they  had  been  adequately  equipped  with  cold  weather 
gear. 

Also,  as  In  MAX  WAG,  the  female  soldiers  In  REF  UAC  were  observed 
as  relatively  untrained  In  tactical  and  sustenance  skills.  Whether  this 
finding  would  occur  again  In  future  REFORGERS  would  be  difficult  to 
predict.  The  new  basic  training  and  the  Increased  expectation  that 
women  will  participate  In  field  exercises  will  undoubtedly  prepare 
female  soldiers  to  work  and  survive  better  In  the  field  than  was  true  of 
REFORGER  77. 

d.  Comparison  of  MAX  WAG  and  REF  WAG  Oblectlves. 

The  MAX  WAG  Force  Development  Test  had  a comparatively  simple 
research  purpose  and  objective,  since  this  effort  was  Initiated  to 
validate  unit  limits  for  women  as  established  by  TRADOC.  An  Outline 
Test  Plan  (OTP)  was  prepared  by  ARI  and  used  for  coordination  with  OTEA, 

FORSCOM,  TRADOC,  Health  Services  Command  and  several  Army  Headquarters 
elements  outside  of  DCSPER.  Coordination  and  approval  of  the  OTP  by 
TSARC  established  the  approach  and  troop  resources  to  support  MAX  WAG. 

P The  expanded  objectives  In  HQDA  LTR  70-76-8  dated  9 November  1976  could 

j not  Impact  on  the  available  resources,  field  coordination,  or  research 

design  for  MAX  WAG.  No  corresponding  change  In  the  OTP  could  be  presented 
to  TSARC  for  their  approval  until  after  most  field  data  was  collected. 

{ The  purpose  and  objectives  of  MAX  WAG  as  described  In  the  OTP  were  as  j 

[ follows : I 

"PURPOSE;  To  assess  the  effects  of  varying  the  percentage  of 
female  soldiers  assigned  to  representative  types  of  Category  II 
and  Category  III  TOE  Units  on  the  capability  of  a unit  to  perform 
Its  TOE  Mission  under  field  conditions. 

"OBJECTIVE;  To  provide  empirical  data  to  test  the  null  hypothesis 
that  specified  Increases  In  the  proportion  of  women  In  selected 
TOE  Units  will  not  Impair  unit  performance.  The  design  and  the 
quality^  and  quantity  of  data  must  assure  that  obtained  differences 
large  enough  to  have  practical  significance  will  have  statistical 
significance  as  well.” 

I 


VI-5 


Shortly  after  the  HQDA  LTR  was  Issued,  DA  policy  makers  began  to 
emphasize  the  need  for  hard  data  on  the  Impact  of  female  soldiers 
by  "skill  and  grade."  In  the  eyes  of  many  potential  users  of  MAX  WAC 
results,  this  requirement  was  added  to  the  expanded  list  of  management 
objectives  provided  by  the  above  letter  as  a hoped-for  output  of  MAX 
WAC.  Unfortunately,  MAX  WAC  had  ot  collected  the  kind  of  data  which 
would  make  this  possible.  MAX  WAC  test  results  could  not  provide  a firm 
basis  on  which  the  Army  could  make  Its  decision  regarding  the  optimum 
level  of  female  soldiers  In  the  Army.  Data  were  provided  for  decision- 
makers only  as  to  the  Impact  that  up  to’35%  women  would  have  during 
three-day  exercises. 

The  HQDA  LTR,  dated  27  June  1977  establishing  REF  WAC,  Incorporated 
as  much  of  the  managerial  requirements  unmet  by  MAX  WAC  as  appeared 
compatible  with  the  noninterference,  short-leadtlme  utilization  of 
REFORGER  77  as  the  research  vehicle  for  REF  WAC. 

e.  Comparison  of  Extraneous.  Uncontrolled  Factors  In  MAX  WAC  and 
REF  WAC. 


An  Independent  review  of  the  MAX  WAC  effort,  provided  by  another 
Army  agency,  started  during  the  closing  weeks  of  data  collection  and 
pointed  out  a large  number  of  uncontrolled  factors  that  could  affect 
performance  scores.  Most  of  these  factors  could  have  Influenced  results 
only  by  reducing  the  expected  performance  of  units  taking  their  ARTEPs  a 
second  time  (with  Increased  number  of  women)  as  compared  to  the  first 
time.  Thus  to  the  extent  these  uncontrolled  factors  were  present  and 
affecting  results,  they  were  biasing  results  In  the  direction  of  more 
frequently  Impaired  performance  for  units  with  an  increased  number  of 
women  than  would  be  expectea  to  occur  otherwise.  Some  of  these  factors 
would  not  affect  REF  WAC  results,  since  they  related  to  such  things  as 
the  controlled  fills  and  differences  In  command  emphasis  attached  to 
first  and  second  ARTEPs  that  did  not  occur  In  REF  WAC.  However,  some 
factors  would  affect  both  Investigations.  For  example,  the  female 
soldiers  of  both  MAX  WAC  and  REF  WAC  were  the  products  of  the  old  basic 
training  program  that  could  not  have  been  expected  to  prepare  women 
fully  for  service  In  combat  support  and  combat  service  support  companies. 

REF  WAC  and  all  other  on-the-job  comparisons  of  male  and  female 
performance  in  support  units  conducted  on  existing  populations  are  also 
subject  to  the  criticism  that  female  soldiers  In  support  units  are  not 
well-matched  to  their  "same-rank"  counterparts  In  the  matching  male 
cohort  on  age,  experience,  and  Intelligence.  The  difficulty  In  achieving 
a good  match  was  due  In  part  to  female  soldiers  In  support  units  tending 
to  have  had  less  experience  In  support  companies.  This  lack  of  experience 
is  correlated  negatively  with  performance,  %ihlle  the  higher  academic 
aptitude  of  females  (as  measured  by  GT  scores)  Is  correlated  positively 
with  performance.  As  more  women  come  Into  the  Army,  the  relationships 
of  age,  experience,  and  intelligence  with  gender  cannot  be  assumed  to 
remain  the  same.  There  will  be  more  female  graduates  of  the  new  basic 
training  course,  and  female  educational  and  test  entry  standards  might 
possibly  be  lowered  to  become  comparable  to  male  standards.  Hence,  REF 
WAC  conclusions  emerging  from  results  obtained  under  today's  conditions 
will  require  revalldatlon. 
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3.  INTKGRATION  OF  PART  III  AND  PART  V RESULTS  WITH  TEST  DIRECTORATE 
FINDINGS  AND  RECOMMENDATIONS  IN  PART  IV 

a.  Findings  Related  to  the  Primary  REF  WAC  Oblectlve. 

Test  Directorate  findings  will  be  quoted  from  the  Test  Directorate's 
military  report  and  followed  by  a discussion  of  other  findings.  Most  of 
these  other  findings  were  obtained  after  the  writing  of  the  military 
report  and  are  based  on  statistical  analysis  of  data,  a review  of 
Interview  data,  or  other  REF  WAC  or  MAX  WAC  Information.  All  quotation 
marks  Indicate  the  military  report  as  a source.  A final  Integrated 
conclusion  will  be  provided  In  each  case. 

(1)  Impact  of  Women  on  Group  Effectiveness. 

"Women  in  units  observed  had  little  or  no  adverse  Impact  on  unit 
effectiveness  or  mission  accomplishment."  Very  few  statistically 
significant  differences  were  found  between  tVie  performance  of  all-male 
and  mixed  (Including  all-female)  groups  on  group  event  rating  modules. 
i For  the  relatively  small  number  of  group  event  rating  modules  on  which 

|i  all-male  and  mixed  groups  could  be  paired  and  their  performance  evaluated 

I over  two  or  more  of  the  three  exercise  time  periods,  mixed  groups  showed 

|i  superior  performance  to  matching  all-male  groups  during  both  the  be- 

ginning and  middle  time .periods;  and  both  male  and  mixed  groups  showed 
a statistically  significant  Improvement  In  performance  in  the  middle 
period  as  compared  with  the  first  period.  These  results  are  by  nv>  TO'ins 
conclusive  because  the  events  on  which  these  results  were  based  repre <ented 
a small  part  of  the  total  number  of  events  on  which  data  were  collected. 

One  could  argue  that  these  events  were  not  representative  of  the  total 
set  of  group  event  rating  modules.  When  the  data  on  all  group  events 
occurring  In  the  high  stress  companies  were  considered  without  restricting 
comparisons  between  male  and  mixed  groups  to  those  that  could  be  made  on 
the  same  group  event  rating  modules,  the  overall  average  performance  of 
mixed  groups  exceeded  that  of  all-male  groups  but  the  difference  was  not 
statistically  significant.  A similar  comparison  across  all  companies, 
regardless  of  amount  of  stress,  showed  overall  performance  of  male  and 
mixed  groups  to  be  essentially  equal  with  a very  slight,  statistically 
nonsignificant,  advantage  accruing  to  the  mixed  groups.  Dividing  this 
total  population  of  events  along  different  lines — Into  common  (tactical 
and  sustenance)  tasks  versus  tasks  unique  to  each  company  type — showed 
an  overall  slight,  but  not  statistically  significant j superiority  of 
mixed  groups  over  all-male  groups  for  the  common  tasks  (events),  and  a 
smaller  superiority  of  mixed  groups  over  all-male  groups  for  the  unique 
tasks  (events). 

Note  that  the  events  were  not  of  equal  difficulty.  Making  comparisons 
on  all  event  ratings  without  first  matching  groups  on  event  rating 
modules  would  distort  the  results  in  favor  of  the  gender  category  that 
happened  to  receive  the  easier  assignments.  This  consideration  may  will 
explain  the  small  superiority  attained  by  the  mixed 
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gender  groups— or  this  difference  may  well  be  the  result  of  chance 
fluctuations.  The  only  safe  conclusion  Is  not  that  mixed  groups  per- 
formed slightly  better  than  all-male  groups,  but  that  the  above  con- 
clusion of  the  Test  Directorate  Is  In  fact  strongly  supported  by  the  REF 
WAC  analyses  of  group  event  module  ratings. 

Other  performance  data  based  on  dally  performance  ratings  of  Indl- 
vldtials  by  supervisors  also  supported  the  above  finding  that  no  Important 
effects  on  unit  performance  were  due  to  the  presence  of  female  soldiers, 
but  these  results  are  related  more  directly  to  other  findings  and  will 
be  discussed  elsewhere.  The  overall  Integrated  conclusion  is  that  the 
presence  of  female  soldiers  on  REFORGER  did  not  Impair  the  mission 
performance  of  the  support  units  observed  on  REFORGER  when  mission  Is 
defined  In  terms  of  the  REFORGER  77  scenario. 

(2)  Tactical  Skills. 

"Women  observed  were  not  as  well  trained  In  tactical  skills  as 

men It  should  be  noted  that  none  of  the  women  observed  was  the 

product  of  the  new  basic  training.... Recommendaton;  Increase  the 
Intensity  of  tactical  training  of  women  during  both  basic  and  subsequent 
unit  training."  Questionnaire  data  supported  the  Test  Directorate 
finding  In  showing  that  officers,  NCO's,  and  thought  that  enlisted 
men  performed  better  than  women  on  tactical  and  sustenance  tasks  as  well 
as  on  MOS-related  tasks.  Also,  the  majority  of  male  soldiers  and  almost 
half  of  the  female  soldiers  believed  that  most  women  would  do  almost 
anything  to  avoid  going  Into  combat  with  their  units.  This  reluctance 
may  well  reflect  the  self-perception  of  EW  that  they  have  not  received 
adequate  training  In  tactical  skills.  When  Individual  event  rating 
modules  (tasks)  were  considered  separately  for  common  (tactical  and 
sustenance)  tasks  and  unique  (MOS-orlented)  tasks,  female  soldiers 
received  a slightly  higher  average  rating  than  male  soldiers  for  unique 
tasks  and  male  soldiers  performed  a little  better  on  commmon  tasks.  The 
difference  beteen  men  and  women  In  one  time  period  (pre-FTX,  common 
tasks)  was  statistically  significant  with  the  direction  of  difference 
supporting  the  above  finding.  No  statistically  significant  difference 
continued  Into  the  later  time  periods.  Overall,  the  quantitative  data 
add  little  In  either  support  or  contradiction  of  the  Test  Directorate 
finding. 

(3)  MOS  Proflclenty 

"Women  observed  were  highly  proficient  in  MOS  tasks.  This  finding 
Is  equally  true  with  respect  to  traditional  and  nontradltlonal  roles. 

Women  demonstrated  a strong  motivation  to  Improve  In  MOS  skills  and 

noticeably  Increased  In  Job  proficiency  during  the  exercise Initially 

women  observed  were  not  as  well  prepared  as  men  for  field  duty  and  did 


not  fully  know  what  to  expect.  Preparatory  instructions  on  field  duty 
may  not  have  been  adequate;  given  the  amount  of  experience  women  have 
had  in  the  field  women  did  adapt,  remarkably  fast  and  well  to  field 
duty."  This  finding  was  strongly  supported  by  the  results  of  comparing 
the  average  supervisory  ratings  of  male  and  female  soldiers  in  the  six 
highly  stressed  companies  (l.e.,  moved  one  or  more  times  and  had 
more  adverse  conditions  indicated  on  rating  module  forms)  across  beginning 
and  end  time  periods.  The  statistical  significance  (at  the  .01  level) 
of  the  analysis  of  variance  F-test  of  the  interaction  of  the  three 
factors  of  gender,  high  stress  vs  low  stress,  and  time  period,  can  be 
attributed  to  the  lower  initial  rating  of  female  soldiers  in  high  stress 
companies  during  the  first  time  period.  Thus  the  differences  indicated 
in  Table  VI -2  can  be  said  to  have  statistical  significance. 


Table  VI-2 

AVERAGE  DAILY  SUPERVISORY  PERFORMANCE  RATINGS  IN  HIGH  STRESS  COMPANIES 


Time 

Period 

Cohort 

Begin 

End 

Male 

6.1 

6.1 

Female 

5.7 

6.1 

These  results. 

based  on  members  of  the  male  and 

female  cohorts 

who  had  ratings  for  all  three  time  periods,  showed  women  receiving 
initially  poorer  ratings,  possibly  because  of  effects  similar  to  culture 
shock,  but  recovering  to  receive  ratings  equal  to  that  of  the  men 
during  the  last  three  days  of  the  exercise.  The  comparison  of  ratings 
of  all  men  and  women,  for  both  high  and  low  stress  companies,  without 
eliminating  the  Incomplete  data  cases,  showed  an  increase  in  effective- 
ness over  time  for  both  sexes.  However,  there  was  no  difference  between 
the  average  performance  ratings  for  men  and  women. 

As  mentioned  under  the  finding  above,  there  was  a statistically 
significant  increase  of  average  group  event  ratings  for  both  men  and 
women  from  the  first  to  the  middle  period  with  mixed  groups  retaining 
their  statistically  significant  superiority  in  both  periods.  In  addition, 
the  self-assessment  of  female  soldiers  obtained  in  interviews  also  sup- 
ported the  Test  Directorate  finding.  The  overall  integrated  conclusion 
fully  sustains  the  finding  of  the  Test  Directorate. 
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(4)  Leadership  and  Management. 


"The  performance  of  women  possibly  more  than  men  was  affected 
by  leadership  and  management  policies.  Leadership  and  management 
problems  were  widespread  among  the  units  observed  and  appear  to  be  the 
underlying  causes  of  most  problems  involving  women  in  the  Army. ...^nlt 
policies  were  often  differential  or  preferential  with  respect  to  women.... 

Recommendations ; Department  of  Army  provide  detailed  policy  guidance 
to  the  field  on  the  employment  of  women  In  tactical  and  field  environ- 
ments." The  questionnaires  administered  after  the  field  exercise  showed 
that  47Z  of  nonsupervlsory  Q1  and  43Z  of  the  EW  said  male  NCO's  treated 
men  and  women  differently.  Of  these,  51 Z of  the  EM  and  16Z  of  the  EW 
said  more  privileges  were  provided  to  women,  while  55Z  EM  and  30Z  EW 
said  easier  Jobs  were  given  to  women.  Of  the  EW  who  thought  NCO's 

treated  EW  and  EM  differently,  42Z  provided  another  explanation  as  to  | 

how  they  were  treated  differently.  These  write-in  explanations  usually  | 

Indicated  that  EW  were  treated  worse  than  Qt.  Male  officers  were  ] 

thought  by  enlisted  personnel  as  less  Inclined  than  male  NCO's  to  dlf-  ' 

ferentlal  treatment  of  EW  and  Qi,  but  enlisted  men  who  thought  officers 

treated  EM  and  EW  differently  more  often  Indicated  this  difference  as  ] 

preferential  for  EW.  Also,  officer  and  NCO  respondents  who  gave  reasons  ] 

for  task  failures  resulting  from  "too  many  women  in  the  unit,"  checked  | 

reasons  that  Indicated  poor  leadership  (such  as:  women  not  appropriately 
trained,  supervisor  didn't  know  how  to  supervise  women,  or  men  and  women  ] 

didn't  work  well  together)  as  often  as  they  checked  Inadequate  strength  I 

of  women.  It  Is  clear  that  questionnaire  responses  support  the  Test  ] 

Directorate  finding  and  recommendation.  j 


(5)  Bias. 


"The  REF  WAC  Directorate  observed  considerable  and  widespread 
bias  In  units  towards  women.... The  most  significant  bias  found  was 
among  first  line  supervisors^-  who  In  many  cases  were  highly  vocal 
In  their  opposition  to  women.  While  these  NCO's  generally  admitted 
female  soldiers  can  perform  well  in  their  MOS  tasks,  most  supervisors 
simply  did  not  want  women  around.  The  reasons  most  frequently  given 
were  strength  factors,  risk  of  exposing  women  to  combat,  and  added 
problems  of  hygiene,  sanitation,  and  billeting. . . .Recommendation: 

Develop  and  Implement  an  Army-wide  educatlqnal  program  to  inform  service 
members,  particularly  leaders,  of  the  female  role  in  the  Army  and  of 
problems  unique  to  women.  Stress  management  and  employment  of  women  In 
a positive  theme  which  underscores  the  value  and  Importance  of  women 
In  the  Army."  The  discrepancy  between  questionnaire  responses  of 
NCO's  where  four  to  five  times  as  many  EW  as  EM  were  said  to  perform 
poorly  or  very  poorly  on  "their  Jobs  during  REFORGER"  and  the  dally 
performance  ratings  given  to  Individual  EW  by  their  NCO  supervisors 
Indicated  the  occurrence  of  an  Interesting  sociological  phenomenon 
that  often  occurs  with  respect  to  targets  of  bias.  That  Is,  the 


VI-IO 


r 


Individuals  of  a minority  or  other  target  group  are  accorded  their 
observed  value  whereas  the  unobserved  members  of  the  target  group 
are  presumed  inferior.  Thus  the  evidence  that  women  as  a group  were 
rated  poorly  on  the  questionnaire,  although  rated  as  highly  as  their 
male  counterparts  when  rated  individually.  Indicated  a class  bias 
against  women.  Also,  the  large  number  of  EM  (almost  half)  who  said 
NCO's  treated  EW  differently  than  EM,  with  only  28%  of  the  EM  responding 
that  no  difference  in  treatment  existed,  provided  evidence  that  NCO's 
were  either  providing  unequal  treatment  or  had  a credibility  problem.  A 
sizeable  percentage  of  the  EW  believed  that  the  discrimination  was  in 
the  reverse  direction  of  that  perceived  by  the  EM  who  believed  treatment 
was  unequal  and  in  favor  of  women.  Possibly  both  EM  and  EW  were 
correct  in  that  EW  were  discriminated  against  by  not  being  permitted 
many  career  and  ego-enhancing  tasks  because  NCO's  considered  the  tasks 
inappropriate  for  women  and  in  that  EM  were  discriminated  against  by 
being  required  to  perform  more  night  duty  and  physically  demanding 
tasks.  However,  it  appears  that  the  enlisted  men  and  women  did  not 
readily  accept  preferential  treatment  on  one  dimension  as  adequate  com- 
pensation for  discrimination  on  another  dimension.  One  could  argue, 
though,  that  differential  assignment  by  NCO's  was  an  attempt  to  capitalize 
on  the  special  skills  of  men  and  women  and  thus  the  NCO's  were  more 
even-handed  than  they  were  perceived  by  their  subordinates.  However,  any 
Interpretation  of  these  results  leads  to  the  conclusion  that  training 
on  the  special  requirements  of  supervising  mixed  gender  groups  is  needed. 
The  Test  Directorate  finding  is  supported  by  questionnaire  data. 


4.  RECOMMENDED  MALE/ FEMALE  MIXES  BT  MOS  AND  UNITS 

a.  MOS  Considered  Too  Physically  Demanding  for  EW. 

An  empirical  determination  of  which  MOS  are  in  fact  too  demanding 
for  EW  would  require  ratings  of  no  less  than  30  different  individuals 
and  occurrences  of  individual  events  for  each  of  an  adequate  set  of 
individual  event  rating  modules.  This  set  of  modules  would  have  to 
contain  all  of  the  more  difficult  and  critical  tasks  required  for  suc- 
cessful performance  of  the  MOS  if  it  is  to  represent  the  MOS  adequately. 
Such  an  approach  is  obviously  Impossible  to  accomplish  under  noninter- 
ference conditions,  and  it  is  not  economically  practical  even  if  made 
possible  through  the  imposition  of  a carefully  controlled  scenario.  The 
more  practical  alternatives  of  measuring  performance  in  laboratory  con- 
ditions, rather  than  in  a field  situation,  may  be  used  eventually  to 
validate  physical  standards  for  MOS.  However,  an  evaluation  of  each 
unit  duty  position  regarding  strength  requirements  using  job  analysis 
techniques  would  be  much  more  practical  to  apply  as  an  operational 
procedure  and  would  provide  a more  accurate  appraisal  than  the  opinion 
data  available  from  REF  WAC.  Unfortunately,  an  Army-wide  survey  of  this 
type  might  require  up  to  two  years  to  accomplish.  Meanwhile,  the  Army 
must  rely  on  more  subjective  estimates  of  the  physical  difficulty  of  MOS 
duties.  These  estimates  can  be  found  in  the  responses  to  the  REF  WAC 


supplemental  questionnaire  filled  out  by  unit  officers  and  NCO  supervi- 
sors and  in  the  ratings  of  Test  Directorate  personnel.  Ihese  estimates 
by  unit  and  Test  Directorate  personnel  as  to  the  physical  difficulty  of 
MOS  tasks  have  added  credibility,  however,  due  to  having  been  collected 
soon  after  the  respondents  had  observed  soldiers  in  a field  exercise. 


Ihe  data  from  the  supplemental  questionnaire  relate  to  how  many 
of  the  respondents  believed  each  MOS  in  the  MTOE  of  a specific  company 
to  be  too  physically  demanding  for  the  average  female  soldier.  Since 
respondents  were  not  asked  how  strenuous  they  believed  each  job  to  be, 
an  average  difficulty  level  for  each  MOS  could  not  be  computed  from 
these  data.  The  questionnaire  results  could  be  compared  to  the  Test 
Directorate  rating  of  each  MOS  as  1,  2,  or  3 with  a ''I”  assigned  to 
those  MOS  for  which  the  Test  Directorate  believed  all  tasks  could  be 
performed  by  women  in  the  field  and  a *'2”  assigned  to  those  MOS  in  which 
most  tasks  could  be  performed  by  women  in  the  field . Only  one  MOS 
(telephone  installer/ lineman , 36C)  was  assigned  a "3,”  indicating  Test 
Directorate  belief  that  this  MOS  had  “few  (critical)  tasks  within  the 
physical  capability  of  women.” 


The  questionnaire  MOS  were  divided  into  categories  that  reflected 
percentages  of  unit  personnel  saying  that  the  MOS  were  too  physically 
difficult  for  women.  These  categories  divided  the  MOS  into  those  said 
to  be  too  difficult  by  33Z  or  fewer,  34%  to  66%,  and  67%  or  more  of  the 
respondents.  Membership  in  these  categories  was  then  compared  with 
whether  a "1"  or  a ”2"  was  assigned  by  the  Test  Directorate.  Test 
Directorate  personnel  and  questionnaire  respondents  generally  agreed  in 
Judgments  of  physical  difficulty  for  women  of  the  various  MOS.  Those 
believed  to  be  too  difficult  for  women  by  one-third  or  fewer  of  the 
questionnaire  respondents  were  placed  largely  by  the  Test  Directorate 
category  "1,"  and  those  MOS  believed  to  be  too  difficult  for  women  by 
two-thirds  or  more  of  the  respondents  were  placed  largely  in  category 
”2."  Unit  officers  and  NCO’s  agreed  even  more  closely  with  each  other 
than  they  did  with  Test  Directorate  recommendations.  There  were  some 
differences  between  the  opinions  of  unit  personnel  and  the  Test  Dlrector- 
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ate.  Several  MOS  assigned  ''2's”  by  the  Test  Directorate  were  designated 


by  only  a small  percentage  of  questionnaire  respondents  as  "too  difficult" 
for  EW.  These  MOS  occur  in  signal  companies  and  frequently  have  female 
Incumbents.  Test  Directorate  personnel  possibly  placed  more  emphasis  on 
tasks  that  occur  only  at  set-up  and  take-down  times,  whereas  questionnaire 
respondents  were  placing  emphasis  on  tasks  which  occur  after  set-up.  Both 
unit  respondents  and  Test  Directorate  personnel  nominated  some  MOS  as 
having  tasks  that  are  too  difficult  for  women,  even  though  EW  performed 
well  in  these  positions  during  REFORGER  77  according  to  both  EW  self- 
assessment  and  evaluations  by  their  supervisors.  The  assessment  of  dif- 
ficulty may  be  due  to  the  fact  that  only  a small  percentage  of  respondents 
had  knowledge  of  the  quality  of  EW  performance  on  a given  job. 
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The  REF  WAC  data  on  MOS  In  combination  with  human  factor-oriented 
findings  of  the  Human  Engineering  Laboratory  and  the  survey  and  other 
data  collected  by  ADMINCEN  provide  an  excellent  starting  point  for  a 
more  detailed  analysis  of  MOS  duties  to  Identify  the  critical  tasks  that 
are  too  difficult  for  most  female  soldiers.  The  REF  WAC  questionnaire 
results  Indicated  that  there  is  considerable  concern,  at  the  troop 
level,  as  to  the  capability  of  female  soldiers  to  perform  many  of  the 
critical  duties  of  their  MOS  In  support  units. 

b.  Distribution  of  EM  and  EW  In  Unit  MTOE  as  Recommended  by  Unit 
Officers  and  NCO  Supervisors. 

The  unit's  officers  and  NCO  supervisors  were  asked  to  show  where 
on  their  unit's  organizational  table  (MTOE)  they  would  assign  specified 
numbers  of  EW  and  EM.  These  hypothetical  numbers  of  EM  and  EW  were 
provided  as  separate  tasks  for  the  respondents  for  numbers  making  up 
10%,  35%,  and  50%  of  the  total  MTOE  strength  for  EW,  and  10%  and  35%  for 
EM.  Those  MOS  considered  too  physically  difficult  for  by  a large 
number  of  respondents  and  those  so  considered  by  only  a small  number  of 
respondents  were  separated  into  two  sets  and  identified  as  most  demanding 
("hard")  and  least  demanding  ("easy")  MOS,  respectively.  Most  officer 
and  NCO  respondents  concentrated  EW  In  the  "easy"  MOS  and  Q!  in  the 
"hard"  MOS,  when  either  10%  EM  or  10%  EW  were  being  assigned.  The 
additional  25%  EW  (or  EM)  required  to  raise  the  number  being  placed  on 
the  MTOE  to  35%  were  frequently  spread  out  over  more  MOS;  that  is,  the 
concentration  In  "hard"  or  "easy"  MOS  was  less. 

Results  Indicated  that  respondents  were  following  three  conflicting 
assignment  policies:  (1)  place  women  In  less  physically  demanding  MOS 
and  men  In  more  physically  demanding  MOS  (the  concentration  policy);  (2) 
spread  women  out  so  they  would  not  make  too  large  a proportion  of  the 
Incumbents  of  any  MOS  or  section  (the  proportionality  policy);  and  (3) 
reserve  men  for  jobs  that  require  working  In  the  midst  of  combat  brigades 
as  In  supply  and  transportation  FAST  teams  and  maintenance  Contact  (now 
called  MST)  teams  (the  suitability  policy).  For  small  numbers  to  be 
assigned,  the  first  policy  (concentration)  appeared  to  take  precedence,  \ 

with  the  second  policy  (proportionality)  becoming  more  evident  as  ’ 

additional  men  or  women  were  to  be  assigned.  The  third  policy  (suits-  \ 

blllty)  appeared  primarily  In  maintenance  and  supply  and  transportation 
units  where  the  physical  difficulty  of  MOS  tasks  was  obviously  relegated 
to  a lower  precedence  as  compared  to  whether  an  Incumbent  of  an  MOS  was  j 

likely  to  be  used  on  FAST  or  Contact  teams.  It  should  be  noted  once  ' 

more  that  the  questionnaire  item  that  asked  for  an  explanation  of 
"mission  failures  due  to  too  many  women"  received  almost  as  many  responses 
pointed  to  unsuitability  for  reasons  other  than  strength  as  It  did 
responses  citing  strength  deficiency. 
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The  results  of  the  questionnaire  supplement  showed  that  unit  person- 
nel clearly  followed  proportionality  and  suitability  objectives  In  the 
distribution  of  women  over  the  MOS  In  a company*  The  concentration 
policy  with  respect  to  strength  considerations  appeared  dominant  when 
small  numbers  of  women  were  to  be  distributed  (or  small  numbers  of  men 
In  an  otherwise  all-female  unit),  but  became  less  dominant  as  the  mix 
approached  half  and  half*  It  was  felt  that  these  concerns  of  unit 
officers  and  NCO  supervisors  are  legitimate  and  should  be  given  further 
consideration*  The  question  of  male/female  mix  Is  an  Important  and 
unresolved  Issue  that  requires  a more  complex  solution  than  the  designa- 
tion of  open  and  closed  MOS* 


5*  RECOMMENDATIONS  AND  CONCLUSIONS  OF  THE  ARI  RESEARCH  STAFF 
a*  Research  Conclusions. 


(1)  A performance  decrement  did  not  occur  over  time  during 
REFORGER  77  for  either  men  or  women*  The  combination  of  weather, 
terrain,  time  In  the  field,  and  work  load  was  not  sufficiently  stressful 
and  fatiguing  to  Induce  a decrement  In  performance  over  time*  Instead, 
a counter  phenomenon  occurred  in  \^lch  female  soldiers  commenced  the 
exercise  with  performance  below  that  of  male  soldiers*  However,  the 
female  soldiers,  either  recovering  from  an  initial  shock  or  quickly 
acquiring  the  needed  training  and/or  field  experience,  increased 

their  level  of  performance  to  equal  that  of  men  In  the  latter  part  of 
the  exercise. 

(2)  Female  soldiers  can  provide  a creditable  performance  In 
the  kind  of  field  environment  encountered  by  support  units  during 
REFORGER  77* 

(3)  The  MAX  WAG  results,  showing  no  Impairment  df  unit  per- 
formances, up  to  the  levels  of  female  content  tested,  were  sustained, 
except  that  the  number  of  women  In  each  REF  WAC  unit  was  Just  under  lOX 
as  compared  to  a maximum  level  of  35Z  In  MAX  WAC*  The  duration  of  MAX 
WAC  was,  of  course,  72  hours  as  compared  with  the  several  weeks  away 
from  the  home  Installation,  Including  the  three  weeks  under  field 
conditions,  and  the  ten-day  participation  In  the  CARBON  EDGE  exercise 
experienced  by  the  REF  HAC  participants*  As  was  true  of  MAX  WAC,  this 
conclusion  of  no  Impairment  of  unit  performance  directly  applies  only  to 
like  units*  Unlike  the  MAX  WAC  finding,  which  Implied  that  6,000  more 
EW  could  be  utilized  than  would  be  true  If  TRADOC  limits  were  applied, 
the  effective  use  of  larger  numbers  of  EW  than  are  now  in  support  units 
such  as  those  In  REF  WAC  Is  not  implied  by  REF  WAC  results. 

(A)  NCO's  rated  EW  In  the  abstract  lo%rer  than  .they  rated 
specific  Individuals*  This  finding  suggests  that  an  interesting  socio- 
logical phenomenon  which  often  occurs  with  respect  to  minority  group 
members  also  occurred  in  REFORGER*  That  Is,  the  Individual  members  of 
the  minority  are  accorded  their  observed  value  but  the  unobserved 
members  of  the  minority  group  are  presumed  inferior* 
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(5)  With  respect  to  how  well  enlisted  wotneii  performed  on 
REFORGER  77,  EM  were  most  critical,  NCO's  were  next  most  critical,  and 
officers  were  least  critical  except  for  EW  who  rated  themselves  as 
highly  as  EM  rated  themselves*  The  two  following  interpretations  of 
this  plienomenon  are  possible:  (1)  proximity  and  presumed  opportunity  to 
observe  produces  lower  ratings  (with  the  exception  of  ratings  by  women 
themselves  which  are  higher);  (2)  the  lower  ratings  reflect  a bias 
engendered  by  the  assignment  of  men  to  "extra"  work  because  of  the 
presence  of  women  (the  harder  physical  labor,  more  night  duty  by 

EM,  and  more  administrative  care  by  the  NCO's)* 

(6)  Three  sometimes  conflicting  assignment  policies  were 
followed  by  unit  personnel  in  accomplishing  the  experimental  task  of 
distributing  women  (or  men)  to  MOS  positions  In  a unit's  organizational 
table  (MTOE).  The  policies  and  how  they  were  met  are  listed  below: 

(a)  A comparatively  small  number  of  women  were  placed 

In  the  MOS  believed  to  require  the  greatest  strength  and  a comparatively 
large  number  were  placed  In  the  MOS  believed  to  require  the  least 
strength.  In  contrast,  men  were  placed  In  the  "harder"  MOS.  This 
concentration  of  men  and  women  according  to  the  perceived  physical 
difficulty  of  the  MOS  tasks  was  most  evident  when  the  hypothetical  task 

was  to  place  a small  number  of  either  men  or  women  In  a company  which 

was  predominantly  of  the  other  gender* 

(b)  Whea  the  hypothetical  task  was  to  place  larger  percent- 
ages of  either  men  or  women  against  the  company  MTOE,  officers  and  NCO's 
revealed  a second  policy  of  spreading  out  women  across  more  MOS*  Men 
were  similarly  spread  out,  probably  to  assure  some  men  in  each  group 

to  do  the  more  physically  demanding  tasks.  This  tendency  to  place 
women  (or  men)  in  numbers  proportional  to  the  MTOE  strength  of  each  MOS 
reduced  the  concentration  of  men  or  women  that  was  based  on  physical 
demands  of  the  Job* 

(c)  In  somd  supply  and  transportation  and  maintenance 

companies,  the  hypothetical  assignment  of  10%  men  (remainder  of  company 

being  women)  was  apparently  determined  heavily  by  the  frequency  with 

which  the  MOS  occurred  In  a supply  and  transportation  FAST  or  maintenance 
Contact  team*  This  emphasis  resulted  In  a comparatively  small  number  of 
men  being  available  for  placement  in  the  more  difficult  physical  tasks-- 
a number  which  was  actually  less  than  the  proportional  male  share  of 
unit  strength*  It  Is  not  known  whether  this  third  policy,  suitability, 
would  have  been  as  Important  If  unit  personnel  had  understood  and 
accepted  the  then  very  new  and  as  yet  undlssemlnated  DA  policy  permitting 
female  soldiers  to  be  assigned  forward  of  the  combat  brigade  rear 
boundaries  as  members  of  FAST  and  Contact  teams*  The  importance  of  a 
number  of  factors.  In  addition  to  strength  requirements.  In  shaping 
opinions  of  unit  personnel  as  to  where  women  are  most  appropriately 
utilized  remains  unclear* 
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(7)  Of  the  89  MOS  considered  (98  MOS  were  In  the  MTOE's  of  the 
participating  units),  18  were  designated  by  50Z  or  more  of  officers  or 
NCO  supervisors  as  being  physically  too  demanding  for  women.  Either 
these  jobs  are  in  fact  unsuitable  for  women  or  training.  Indoctrination, 
and  leadership  within  these  units  had  not  adequately  Informed  male 
supervisors  of  the  capabilities  and  responsibilities  of  female  soldiers, 

(8)  The  percentage  contribution  of  leadership,  morale,  per- 
sonnel turbulence,  training,  and  proportion  of  women  "to  the  ability 
of  a company  to  accomplish  Its  combat  mission"  was  asked  of  both  unit 
officers  and  supervisory  NCO's,  The  percentages  assigned  these  factors 
by  officers  ranged  from  40Z  for  leadership  to  5%  for  proportion  of  women 
In  the  unit.  The  rank  order  of  these  factors  (from  high  to  low  percent- 
ages) by  officers  and  NCO's  was  the  same  as  that  obtained  from  officers 
of  the  40  units  participating  In  MAX  WAC,  Thus,  while  unit  officers  and 
NCO  supervisors  expressed  concern  regarding  the  Impact  of  women  on  unit 
performance  In  both  Interview  and  questionnaire  responses,  they  placed 
much  greater  Importance  on  other  factors  as  having  a comparatively 
greater  Impact  on  mission  accomplishment, 

b.  Recommendations  for  Future  REF  WAC-Tvpe  Test, 
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There  have  been  a number  of  lessons  learned  from  the  process  of 
planning  and  Implementing  REF  WAC,  Many  of  the  ARI  recommendations 
for  Incorporation  Into  any  future  REF  WAC  type  research  effort  or 
force  development  test  require  more  lead  time  than  could  be  given  to  ARI 
for  REF  WAC  77,  Some  of  the  recommendations  relating  to  lead  time  are 
as  follows: 


(1)  Establish  liaison  activity  with  both  CONUS-based  and 
USAREUR -based  units  eight  months  In  advance,  or  as  soon  as  units  are 
notified. 


(2)  Begin  collection  of  nondeployability  data  six  months 
before  units  are  due  to  deploy  on  the  exercise.  Many  of  the  personnel 
shifts  that  occur  In  that  time  frame  are  to  accommodate  the  nondeploy- 
ables  or  to  avoid  taking  undesirables  without  spotlighting  such  decisions, 

(3)  Have  all  data  collection  Instruments  ready  In  time  for 
preliminary  tryouts  on  troops.  These  should  be  timed  to  make  appropriate 
modifications  to  assure  that  all  text  Is  understood  to  mean  what  was 
Intended, 

(4)  Bring  Test  Directorate  officers  on  board  In  time  to  permit 
training  In  use  of  Instruments, 

(5)  Select  NCO  data  collectors  by  name  after  Interviews  of 
outstanding  candidates. 


1 


I 


VI-16 

I 

t 

J 


V , 


Si 

ti 


Hore  USAREUR  support  would  improve  the  quality  of  the  data  collected. 
Considerable  USAREUR  support  Is  required  for  even  a minimal  effort.  Some 
of  the  Improvements  that  would  require  more  support  than  was  available 
for  REF  WAC  77  follow: 

(6)  Provide  each  NCO  data  collector  with  a Jeep  when  he/she  Is 
covering  more  than  one  company. 

(7)  Officer  evaluators  and  NCO  data  collectors  should  live  and 
stay  in  the  units.  However,  pup  tents  are  not  adequate.  The  requirement 
for  privacy  to  accomplish  required  paper  work  justifies  at  least  a squad 
tent  for  evaluator  use  in  each  company. 

Finally,  the  difficulty  of  collecting  equivalent  data  on  male  and 
mixed  groups  under  the  noninterference  condition  of  REF  WAC  77  leads 
to  the  last  three  recommendations: 

(8)  A future  test  should  Include  controlled  fills  of  enlisted 
women  In  the  participating  companies.  Also,  a prescribed  concen- 
tration of  EW  in  the  groups  within  the  companies  is  required  In  order  to 
provide  an  adequate  number  of  all-male  groups  and  comparable  groups  with 
a high  density  of  EW. 

(9)  Rave  sub-scenarios,  or  scenario  Interdiction,  to  provide 
simulated  work  loads  and  tactical  tasks  for  support  units  with  a capa- 
bility of  doing  more  than  Is  required  In  support  of  the  combat  brigades. 

(10)  In  the  event  sub-scenarios  or  scenario  interdiction  Is 
denied,  rely  entirely  on  supervisory  ratings  (collected  by  NCO  data 
collectors)  and  collateral  research  questionnaires. 


6.  RECCMMENDATIONS  FOR  ADDITIONAL  RESEARCH  AND  STUDIES:  FINDING  OUT 
ABOUT  WHAT  THE  ARMY  STILL  DOESN'T  KNOW 

a.  Clearing  the  Air. 

Managers  may  very  %rell  perceive  that  the  primary  contribution 
of  MAX  WAC  and  REF  WAC  has  been  to  clear  the  air  with  respect  to  the 
belief,  erroneously  held  by  many,  that  female  soldiers  could  not  or 
would  not  effectively  perform  their  MOS  skills  in  support  companies 
under  field  exercise  conditions,  and/or  could  not  maintain  their  physical 
and  psychological  health  in  the  field,  and/or  would  adversely  affect  the 
morale  of  male  soldiers  to  the  point  that  their  performance  would  be 
impaired.  It  should  now  be  possible  to  address,  openly  and  directly, 
the  passionately  pleaded  concerns  of  many  field  commanders  that  units 
with  large  numbers  of  women  may  have  a reduced  readiness  for  combat 
because : 


(1)  The  average  female  soldier  in  a support  unit  may  be  less 
effective  in  imit  defense  than  her  male  counterpart. 
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(2)  The  average  female  soldier  in  a support  unit  may  not  be 
as  useful  as  a rifle  bearing  replacement  for  combat  brigades,  and  may 
not  be  as  effective  as  a member  of  reaction  teams  to  accomplish  various 
tactical  contingency  mission  as  compared  to  a male  support  company 
soldier. 

(3)  Public  opinion  may  require  the  withdrawal  of  women  from 
support  units  In  time  of  emergency  as  It  becomes  apparent  that  they 
will  be  in  close  support  of  the  battlefield,  leaving  the  company  with 
vacancies  in  key  MOS  that  are  heavily  occupied  by  women. 

(4)  Many  combat  veterans  recall  that  men  on  the  battlefield, 
who  are  about  to  kill  and  be  killed,  have  comparatively  primitive 
attitudes  towards  Interpersonal  relationships;  the  maintenance  of 
discipline  with  respect  to  the  behavior  of  male  soldiers  toward  women 
In  other  units  (or  even  In  their  own  units)  could  break  down,  or  main- 
tenance of  discipline  might  be  at  considerable  cost  to  overall  unit 
effectiveness. 

Future  research  should  focus  on  the  resolution  of  these  concerns. 

The  first  step  In  this  direction  should  be  the  clarification  of  Army 
doctrine  with  respect  to  the  expectation  (and  probability)  that  support 
unit  soldiers  will  perform  both  technical  and  tactical  roles  on  the 
battlefield  of  the  future. 

The  ARI  five  year  research  plan  for  the  "Role  of  Women  in  the  Army" 
has  provisions  for  research  to  be  conducted  on  support  company  reaction 
teams  with  prescribed  gender  mixes  performing  carefully  controlled 
and  measured  tactical  contingency  tasks.  Current  plans  call  for  using 
the  ARl-developed  REALTRAIN  "scopes"  approach  to  the  measurement  of 
performance  on  contingency  tasks  such  as  reaction  to  ambushes,  peri- 
meter defense,  removal  of  sniper  nests,  and  the  establishment  and 
holding  of  road  blocks. 

Other  research  Is  planned  for  obtaining  more  objective  performance 
data  on  teams  and  work  groups  with  varying  male/female  mixes  and  on 
the  willingness  of  female  soldiers  to  volunteer  for  participation 
In  contingency  missions.  The  collection  of  comparable  nondeployablllty 
data  on  male  and  female  soldiers  assigned  to  support  units  will  continue. 

A study  addressing  the  utilization  of  support  unit  soldiers  in 
technical  vs  tactical  roles  for  a scenario  Involving  a highly  fluid 
European  battlefield  should  be  initiated.  For  example,  the  technical 
mission  of  a maintenance  unit  in  such  a scenario  might  cease  with  the 
actual  start  of  hostilities  due  to  the  high  state  of  mobility  required 
of  the  unit,  the  poor  physical  contacts  between  the  unit -and  the  combat 
brigade  being  supported,  the  presence  of  hostile  forces  well  back  of 
the  forward  edge  of  the  battle  area  (FEBA),  and  the  need  of  the  combat 
brigades  for  replacements.  Existing  war  games  do  not  reflect  player 
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decisions  to  cannibalize  support  units  or  use  support  units  for  tactical 
contingency  missions,  although  historical  studies  show  such  decisions  on 
the  part  of  the  defenders  to  be  not  uncommon.  Modifications  to  permit 
such  decisions  relating  to  the  use  of  support  company  personnel  as  an 
additional  player  option  would  be  required  before  existing  war  games 
could  provide  Input  to  the  resolution  of  this  Issue. 

b.  Required  Information  for  Policy  Makers. 

Major  decisions  affecting  how  future  wars  will  be  waged  are  always 
based  on  partial  information  or  guesses  that  are  hopefully  educated 
ones.  Decisions  as  to  the  gender  mix  of  Army  units  are  among  those 
that  definitely  will  affect  the  resources  available  to  a field  com- 
mander. Such  decisions  must  be  made  with  only  partial  Information 
on  the  nature  of  future  wars,  how  well  soldiers  in  different  mental 
categories  will  perform,  and  the  availability  of  men  and  women  In 
various  mental  categories  for  enlistment  Into  the  Army.  No  existing 
research  results  have  shed  any  light  on  the  following  questions: 

(1)  Will  women  continue  to  enlist  at  present  rates  as  higher 
percentages  of  female  recruits  are  required  to  serve  in  support  units 
and  continually  demonstrate  their  deployability  and  willingness  to 
serve  on  the  battlefield  in  time  of  war? 

(2)  Can  changed  training  and  Indoctrination  procedures  Induce 
officers  to  eliminate  preferential  treatment  of  soldiers  that  is  due 

to  gender,  and  can  they  convince  the  troops  that  preferential  treatment 
has  stopped? 

(3)  Can  support  unit  soldiers  of  both  sexes  quickly  convert 
to  effective  fighters  on  chelr  own  defensive  perimeters,  as  members 

of  unit  reaction  teams,  as  combat  unit  replacements  and  In  ad  hoc  combat 
teams  assigned  to  special  combat  missions?  Are  there  differences  In 
this  respect  between  male  and  female  soldiers? 

(4)  Can  female  officers  and  NCO's  effectively  lead  otherwise 
all-male  or  mixed  gender  reaction  teams  (or  other  ad  hoc  combat  teams) 
in  accomplishing  tactical  missions  on  a battlefield? 

Research-based  answers  to  all  the  above  questions  will  have  to 
wait  until  adequate  numbers  of  female  soldiers  have  entered  the  Army 
and  have  received  on-the-job  training  and  experience  In  support  units. 

No  amount  of  research  emphasis  backed  with  unlimited  resources  could 
have  provided  answers  to  these  questions  by  1978. 
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c.  Planned  Additional  Analyses  on  MAX  WAC  and  REF  WAC  Data. 


The  preacrlbed  submission  date  of  this  report  did  not  permit  a 
number  of  In-depth  analyses  of  the  data*  Cross-variable  relationships 
within  the  REF  WAC  questionnaire  data  have  not  been  explored,  and 
several  hypotheses  relating  to  the  company  by  company  linkage  of  per- 
formance measures  and  questionnaire  responses  have  not  been  Investigated* 
Also,  while  a preliminary  analysis  showed  a relationship  between  the 
number  of  soldiers  In  a group  and  group  event  ratings,  this  relationship 
differed  for  all-male  and  mixed  groups*  Although  this  finding  could 
explain  Important  performance  group  event  rating  variance,  there  was  not 
sufficient  time  to  make  the  additional  statistical  checks  to  verify 
nonchance  relationships*  These  analyses,  and  others,  will  be  reported 
In  follow-on  technical  reports*  As  In  REF  WAC,  the  Inter-relatlonshlp 


among  questionnaire  variables  could  not  be  provided  In  time  for  the 
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MAX  WAC  management  report,  and  a follow-on  technical  report  was  promised* 
The  analyses  required  for  the  MAX  WAC  follow-on  technical  report  were 
moved  back  In  priority  to  permit  an  early  REF  WAC  reporting  date* 

The  MAX  WAC  collateral  research  questionnaires  Included  sets  of  variables 
relating  to  differential  assignment  of  male  and  female  soldiers,  peer 
confidence  in  male  and  female  soldiers  under  tactical  conditions, 
and  attitudes  relating  to  non-tradltlonal  roles  for  women*  Technical 
reports  on  these  topics  will  be  initiated  this  year* 
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APPENDIX  A 


The  pretest  and  posttest  questionnaires  contained  In  Appendix  A were 
those  used  in  the  research  described  in  this  report . Typographical  errors 
appearing  in  the  questionnaires  are  noted  below: 


Page 

Item 

Error 

Correction 

A-49 

6 

you 

(1st  line) 

your 

A- 55 

39 

personal  (3rd  item 
under  "Factor") 

personnel 

A-62 

6 

same 

as  A-49 

same 

as 

A-49 

A-68 

39 

same 

as  A-55 

same 

as 

A-55 

A- 79 

6 

same 

as  A-49 

same 

as 

A-49 

A-85 

39 

same 

as  A-55 

same 

as 

A-55 

A-92 

6 

same 

as  A-49 

same 

as 

A-49 

A-98 

39 

same 

as  A-55 

same 

as 

A-55 

APPENDIX  A 


INSTRUMENTS 

Page 

Group  Event  Rating  Module  (Example)  A-1 

Individual  Event  Rating  Module  (Example) A-3 

Daily  Record  of  Work  Availability  and  Performance, 

Schedule  4 A-5 

ARI  - REFORGER  77  Enlisted  Questionnaire,  Form  A (Pretest).  A-6 

ARI  - REFORGER  77  Enlisted  Questionnaire,  Form  B (Posttest)  A-25 

ARI  - REFORGER  77  Noncommissioned  Officer  Questionnaire, 

Form  A-NCO  (Pretest) A-45 

ARI  - REFORGER  77  Noncommissioned  Officer  Questionnaire, 

Form  B-NCO  (Posttest) \-58 

ARI  - *REFORGER  77  Officer  Questionnaire,  Form  A-0  (Pretest)  A-75 

ARI  - REFORGER  77  Officer  Questionnaire,  Form  B-0  (Posttest)  A-88 

ARI  - REFORGER  77  Supplemental  Questionnaire,  3rd  Supply  & 

Transportation  Battalion,  Company  A (Example) A-105 

Company  Deployability  Record  (Enlisted) , Schedule  1 . . . . A-115 

Worksheet  Individual  Deployability,  Schedule  2 A-119 

Enlisted  Deployability  Interview  Schedule,  Schedule  3 , . . A-121 

Critical  Incident  Report,  REF  WAC  Observer A-125 

Interview  Schedule  for  NCO  Debriefing  A-127 

Interview  Schedule  for  High  Performing  and 

Low  Performing  Female  Soldiers  A-128 

Self-Description  Inventory,  Form  A A-130 

Self-Description  Inventory,  Form  I A-141 

Self-Ratings  of  Performance  A-151 

ARI  Instructions  for  Choosing  a Matching  Sample  of 
Male  Soldiers  for  the  Female  Soldiers  in 

Each  Company A-164 


GROUP 


RATING  HDDULE 


EVENT 


EVENT » TL03 


TACTICAL;  Advance  party  enters  unsecured  area 

Ob-iective ; Measure  extent  to  which  advance  party  enters  nev/ 
site  in  a tactical  manner. 

Procedure i Observer  evaluates  advance  party  moving  into 
unsecured  area  on  each  "jump.*’  Observe  the  seune 
advance  party  team  each  time;  observe  a team  of  no 
more  than  ten (10)  persons. 


Seale  Descriptors 

7 

6 ^Team  vehicles  stop  in  covered  and  concealed 

area,  off  site,  out  of  range  of  sight  and  sound. 

^Team  immediately  sets  up  excellent  perimeter 

security. 

^Tear.  moves  to  site  using  over-watch,  short  rush 

techniques  and  by  a concealed/covered  route. 

Team  sets  up  site  security  and  thoroughly 
monitors  for  booby  traps,  mines,  CBR. 

^Excellent  noise  control. 

5 

4 Vehicles  stop  off-site  in  a concealed  area. 

Driver  and  perimeter  security  maintained  with 

vehicles. 

Rest  of  advance  party  team  moves  in  a minimally 

adequate  tactical  manner  to  site.  (Spread  out 
weapons  at  ready,  no  "horseplay"). 

^Iflonitor  of  site  for  booby  traps,  CBR,  nines. 

Adequate  noise  control  (no  non-mission  talking 

or  other  extraneous  noises  e.g.,  horns). 

3 

2 Vehicle  stop  off-site  but  much  too  close  to  site 

and  not  adequately  concealed. 

No  perimeter  security. 

Personnel  stroll  onto  site  with  no  attempt  at 

moving  tactically. 

_ No  monitoring  of  site  for  mines,  booby  traps, 
"CBR. 

■ No  noise  control  (non-mission  talking). 

1 Vehicles  drive  directly  onto  site. 

]No  defensive  perimeter  established. 

No  noise  control,  no  monitoring  for  mines,  booby 

traps  or  CAR. 


Tentative  score Pinal  score 


observed  this  unit  on  this 


moderator  score. 


INSTRUCTIONS 

(INDIVIDUAI.  EVENT  RATING  MODULE) 

*EVE^^’  TITLE:  Descriptive  title  of  event 

*TOE  AUTHORIZED  JOB  TITLE:  As  extracted  from  appropriate  line  in  authorisation  document. 

*TEAH  CODE  SEQUENCE  NUMBER:  Includes  team  designation  and  numerical  team  sequence  number  as 

assigned  by  the  team  chief  e.g.,  MPOl,  TCll,  SC13,  MC03,  MTlb. 

NAME  ' FEMALE:  Name  and  rank  of  subject. 

NAME  - COHORT:  Same  as  above.  A cohort  must  be  tracked  with  each  female. 

UNIT:  Designation  of  company  to  Include  battalion  headquarters  if  lettered  company. 

DTG:  Date  and  time  of  observation  in  six  numerical  digits  with  the  date  first-e.g. 141305  Aug  77 

OBSERVATION  TIME  LENGTH:  The  time  which  transpired  during  the  observation. 

TIME  SINCE  LAST  REST/WORK  BREAK:  The  amount  of  time  subject  has  been  on  duty  or  since 

shift  began. 

MOS:  Primary,  secondary  and  duty  MOS  In  that  order.  Do  not  interfere  with  unit.  Obtain 
from  NCO  data  collector  and  fill  in  later. 

MOS  EXPERIENCE:  Time  In  duty  MOS.  Obtain  from  NCO  data  collector. 

TIS:  Length  of  active  federal  military  service.  Obtain  from  NCO  data  collector. 

ENVIRONMENT:  Score  all  Items  as:  0 • Optimal  conditions 

M - Mildly  adverse;  some  negative  effect 
S Severely  adverse;  substantial  negative  effect 
NA  - Environment  not  applicable 

WEATHQ(:  Did  weather  conditions  (precipitation  etc.)  inhibit  individual  In  completing 
the  cask? 

TERRAIN:  Did  the  topography  (vegetation,  road  network,  etc)  inhibit  individual  In  completing 
Che  Cask? 

EQUIPMENr:  Did  equipment  shortage,  unserviceability,  etc,  inhibit  individual  in  completing 
the  task? 

NIGHT:  Did  natural  light  have  any  effect  on  Individual  performance? 

LEADERSHIP:  If  supervision  is  applicable  to  event,  did  its  quality  affect  performance? 
INSTRUCTIONS:  Was  Individual  properly  briefed? 

ACTIVITY  LEVEL:  Was  individual  unduly  stressed  by  the  frequency  of  events  or  external 
factors?  Do  not  confuse  with  fatigue. 

♦scoring  CRITERIA:  Score  each  cvent/sub-cvent  as;  S - Satisfactory  U - Unsatisfactory 

NA  Not  applicable 

PERFORMANCE  SCORE:  (1-7): 

7 - Performed  all  tasks  In  a superior  manner;  equivalent  to  the  performance  of  an 
outstanding  soldier. 

6 *-  Perfonaed  most  tasks  in  a superior  manner,  all  others  at  minimum  standards; 

equivalent  to  Che  performance  of  a superior  soldier. 

5 • Performed  some  tasks  In  a superior  manner,  all  others  at  minimum  s;|andards; 

equivalent  to  the  performance  of  an  excellent  soldier. 

4 - Performed  all  casks  at  minimum  standards;  equivalent  to  the  performance  of  an 
average  soldler.- 

3 ' Performed  most  casks  at  minimum  standards;  some  tasks  were  failed;  equivalent 
to  Che  performance  of  a marginal  soldier. 

2 Pertormed  a few  tasks  at  minimum  standards  but  most  were  failed;  equivalent  to 
the  performance  of  an  unaatisfactory  soldier. 

1 * Perfonaed  all  tasks  so  inferior  as  to  question  MOS  qualification  of  individual. 

ENVIRONMENT  SCORE  (0-3):  Average  letter  scores  from  environmental  section  above  and  apply 
to  the  following  scale,  place  a number  at  the  bottom  of  each 
coluam  in  space  provided: 

0 0.5  l.Q  1.5  2.0  2.5  3.0 

QMS 

OBSERVER:  Name  of  observer 

EVENT  SHEET  NUMBER:  Sheet  sequence  number  if  observer  completes  more  than  one  sheet  for  same 
individual  event. 


To  be  filled  in  in  advance. 
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ata  collector  - signature  Kli'CT.ClR  77  - fJT.l  day  aonth  year 

Daily  Record  of  Work  Availability  and  Pcrfornancc  Company 
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ARI  - REFORGER  77  ENLISTED  QUESTIONNAIRE 

FORM  A 


DATA  REQUIRED  BY  THE  PRIVACY  ACT  OF  1974 

ts  use  SS2al 


■>  I IlE  OF  FORM  FBESCRIBINO  DIRtCTI VI 

ARl  - REFORGER  Y7  ENLISTED  QUESTIONNAIRE  - FORM  A AR  70-1 

1 AUTHOBITV 

10  use  Sec  4503 

2 PRINCIPAL  PURPOSE(SI 

The  data  collected  with  the  attached  form  are  to  be  used  for  research 
purposes  only. 


3  ROUTINE  USES 

This-  is  an  experimental  personnel  data  collection  form  developed  by 
Che  U.S.  Army  Research  Institute  for  the  Behavioral  and  Social  Sciences 
pursuant  to  its  research  mission  as  prescribed  in  AR  70-1.  When  identifiers 
(name  or  Social  Security  Number)  are  requested  they  are  to  be  used  for 
administrative  and  statistical  control  purposes  only.  Full  confidentiality 
of  the  responses  will  be  maintained  in  the  processing  of  these  data. 


4~MAN0AT0RV  or  VOLUNTART  OiaCLOSURE  AND  CFFECT  ON  INDIVIDUAL  NOT  RROVIOINO  INRORMAriON 

Your  participation  in  this  research  la  strictly  voluntary.  Individuals  are 
encouraged  to  provide  complete  and  accurate  information  in  the  Interests  of 
the  research,  but  there  will  be  no  effect  on  individuals  for  not  providing 
all  or  any  part  of  the  Information.  Thla  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  individual  if  so  desired. 

form  pfiEScy  ActStstnwent  . aB$4p  78 

0>rForm  436B-R,  1 May  78 
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ARI  - REFORGER  77 
ENLISTED  QUESTIONNAIRE  - FORM  A 


Instructions 

The  Department  of  the  Army  is  conducting  research  on  Women  In  the 
Army.  One  aspect  of  the  research  concerns  attitudes  toward  women -in  the 
Army  and  women  soldiers  In  a field  situation  such  as  REFORGER  77. 

The  purpose  of  this  questionnaire  Is  to  get  your  opinions  on  this 
subject.  Your  answers  will  be  used  for  research  purposes  only  and  will 
not  be  associated  with  you  individually.  The  purpose  of  asking  personal 
questions,  such  as  the  amount  of  education  you  have.  Is  to  find  out 
how  different  groups  of  soldiers  answer  the  opinion  questions. 

Most  questions  provide  you  with  a list  of  possible  answers.  Please 
check  your  answer  In  the  space  provided. 

Example: 


1.  Are  you  stationed  at  Fort  Riley? 

* ^ 1)  Yes 
t)  No 


Some  questions  require  you  to  write  your  answer  In  the  apace  provided. 
All  questions  should  be  answered  directly  on  the  questionnaire.  Feel 
free  to  write  comments  about  any  of  your  answers  In  the  margins  or 
other  spaces. 


Thank  you  for  filling  out  the  questionnaire 


Are  you  going  on  REFORGER? 

1)  Yes. 

• 2)  Maybe.  Am  deployable,  but  have  been  told  I'm  on  "standby." 

3)  Probably  not.  Am  deployable,  but  have  been  told  I'm  not  going. 

4)  No.  I an  nondeployable. 

Do  you  think  the  deployment  decision  in  your  case  was  fair;  that  Is, 
was  it  the  same  for  you  as  for  others  like  you? 

1)  Yea 

^2)  No 

^3 ) Don' t know 


How  much  do  you  tianc  to  go  on  REFORGER? 


.1) 

2) 

3) 

5) 

6) 
7) 


Would  do  almost  anything  to  avoid  going. 

Would  make  an  effort  to  avoid  going. 

Would  prefer  not  to  go,  but  wouldn't  make  an  effort  to  avoid 
going. 

No  opinion  - Don't  care  at  all. 

Would  prefer  to  go,  but  wouldn't  make  an  effort  to  go* 

Would  make  an  effort  to  go. 

Would  do  almost  anything  to  go. 


If  you  don't  want  to  go  on  REFORGER,  why  not? 
skip  this  question.) 


(If  you  want  to  go, 


) Medical  problem 
Pregnant  wife 
_3)  Family  problem 
_4)  Financial  problem 
_5)  Legal  problem 
j6)  Part-time  Job 

J)  Personal  relationships  (other  than  family) 
8)  Problems  with  personal  property 


9) 

Don't 

10) 

Don't 

11) 

Other 

Do  you 

think 

were  made  on 

1) 

Yes 

^2) 

No 

3) 

Don' t 

men  on  REFORGER 
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IF  YOU  ARE  "NONDEPLOYABLE"  (YOU  CHECKED  #4  ON  QUESTION  #1),  SKIP  TO 
QUESTION  #25. 

6.  For  purposes  of  this  questionnaire,  we  would  like  to  define,  for 
you,  a group  called  an  "EVERYDAY  WORK  GROUP."  Your  "EVERYDAY 
WORK  GROUP"  will  be  that  group  of  about  10  - 20  enlisted  soldiers 
with  whom  you  will  most  closely  associate  during  the  day  while 
on  REFORGER. 

What  Is  the  size  of  your  "EVERYDAY  WORK  GROUP?" 

1)  9 soldiers  or  fewer 

^2)  10  - 13  soldiers 

3)  14-17  soldiers 

^4)  18  - 20  soldiers 

^5)  21  soldiers  or  more 


7.  Your  "EVERYDAY  WORK  GROUP"  can  best  be  described  as  a: 

1 ) squad 

2)  section 

3)  platoon 

4)  other  (Title;  ) 


8.  Exactly  how  many  enlisted  soldiers  (men  and  women)  are  in  your 
"EVERYDAY  WORK  GROUP"  for  REFORGER?  


9.  How  many  of  the  enlisted  soldiers  In  your  "EVERYDAY  WORK  GROUP" 
for  REFORGER  are  women?  


10.  In  general,  how  good  a job  do  you  think  your  "EVERYDAY  WORK  GROUP" 
will  do  on  REFORGER? 

1)  Excellent 

2)  Good 

^3)  Fair 

^4)  Poor 

^5)  Very  poor 
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11.  Think  about  the  number  of  enlisted  women  in  your  "EVERYDAY  WORK 

GROUP"  for  REFORGER.  Which  of  the  following  is  true?  Choose  one. 


There  are  no  enlisted  women 
in  my  "EVERYDAY  WORK  GROUP." 

If  we  had  some  enlisted  women, 
we  would  do: 

1)  a better  job. 

2)  no  differently. 

3)  a worse  job. 


There  Is(are)  an  enlisted  woman 
(enlisted  women)  in  my  "EVERYDAY 
WORK  GROUP".  If  we  had  more 
enlisted  women,  we  would  do: 

U)  a better  job. 

5)  no  differently. 

6)  a worse  job. 


How  would  you  rate  the  training  readiness  of  your  "EVERYDAY  WORK 
GROUP"  for  REFORGER? 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

^6)  Don't  know 


13.  How  would  you  rate  your  own  training  readiness  for  REFORGER? 

1 ) Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

5)  Very  poor 


14.  How  do  you  think  the  morale  of  the  enlisted  soldiers  in  your 
"EVERYDAY  WORK  GROUP"  will  be  during  REFORGER? 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  V'ery  poor 


15.  How  well  do  you  think  the  enlisted  men  In  your  "EVERYDAY  WORK  GROUP" 
will  do  their  Jobs  during  REFORGER?  (Jobs  other  then  unit  defense 
and  housekeeping  Jobs.) 

1 ) Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

^5)  Very  poor 

6)  Don't  know 

16.  How  well  do  you  think  the  enlisted  women  In  your  "EVERYDAY  WORK 
GROUP"  will  do  their  Jobs  during  REFORGER?  (Jobs  other  than  unit 
defense  and  housekeeping  Jobs.) 

0)  There  are  no  enlisted  women  In  my  "EVERYDAY  WORK  GROUP." 

1)  Excellent 

^2)  Good 

3)  Fair 

4)  Poor 

^5)  Very  poor 

^6)  Don't  know 


17.  How  well  do  you  think  the  enlisted  men  In  your  "EVERYDAY  WORK  GROUP" 
will  do  their  unit  defense  and  housekeeping  Jobs  during  REFORGER? 
(Jobs  such  as  perimeter  defense,  road  marches,  setting  up  and 
breaking  camp.) 

1)  Excellent 

^2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

^6)  Don't  know 


18.  How  well  do  you  think  the  enlisted  women  In  your  "EVERYDAY  WORK 
GROUP"  will  do  their  unit  defense  and  housekeeping  Jobs  during 
REFORGER?  (Jobs  such  as  perimeter  defense,  road  marches,  setting 
up  and  breaking  camp.) 


_0)  There  are  no  enlisted  women  In  my  "EVERYDAY  WORK  GROUP. 
_1)  Excellent 
~_2)  Good 
"3)  Fair 
_4 ) Poor 
_5)  Very  poor 
6)  Don't  know 
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19.  How  well  do  you  think  the  enlisted  men  In  yoiir  COMPANY  will  do  their 
Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and  housekeeping 
Jobs.) 

1 ) Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

^5)  Very  poor 

^6)  Don't  know 


20.  How  well  do  you  think  the  enlisted  women  In  your  COMPANY  will  do  their 
Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and  housekeeping 
Jobs.) 


_0)  There  are  no  women  In  my  company. 

1)  Excellent 

2)  Good 

3)  Fair 
_4)  Poor 

5)  Very  poor 

6)  Don't  know 


21.  How  well  do  you  think  the  enlisted  men  In  your  COMPANY  will  do  their 
unit  defense  and  housekeeping  Jobs  during  PEFORGER?  (Jobs  such  as 
perimeter  defense,  road  marches,  setting  up  and  breaking  camp.) 

1)  Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

5)  Very  poor 

6)  Don't  know 


22.  How  well  do  you  think  the  enlisted  women  in  your  COMPANY  will  do  their 
unit  defense  and  housekeeping  Jobs  during  REFORGER?  (Jobs  such  as 
perimeter  defense,  road  marches,  setting  up  and  breaking  camp.) 

0)  There  are  no  enlisted  women  in  my  company. 

1 ) Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 

6)  Don't  know 
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23.  How  well  do  you  think  you  yourself  will  do  your  Jobs  during  REFORGER? 
(Jobs  other  than  unit  defense  and  housekeeping  Jobs.) 

1)  Excellent 

2)  Good 

3)  Fair 

U)  Poor 

^5)  Very  poor 

^6)  Don't  know 

24.  How  well  do  you  think  you  yourself  will  do  your  unit  defense  and 
housekeeping  jobs  during  REFORGER?  (Jobs  such  as  perimeter  defense, 
road  marches,  setting  up  and  breaking  camp.) 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

6)  Don't  know 


25.  Since  you  first  came  into  the  Army,  approximately  how  many  unit 
training  exercises  of  different  types  have  you  taken  part  In? 
(For  example,  ARTEP's,  ATI's,  CPX's,  ORTT's,  FTX's) 

1)  One 

2)  Two  or  Three 

3)  Four  or  Five 

4)  Six  or  more  (How  many?  ) 


26.  During  the  past  year,  how  often  have  you  worked  with  enlisted  women 


soldiers? 

1) 

Never 

2) 

About 

once 

during  the  year 

3) 

About 

once 

every  six  months 

4) 

About 

once 

a month 

5) 

About 

once 

a week 

6) 

About 

once 

a day 

7) 

Every 

day. 

all  day  long 

27.  Have  you,  for  any  period  of  time  during  the  past  year,  had  a woman 
as  your  immediate  supervisor?  If  yes,  for  about  how  long? 

1)  Yes;  month(8)  week(s) 

2)  No 
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28.  During  the  past  year,  did  you  ever  help  an  enlisted  man  with  an 
on-the-job  task  even  though  you  were  not  required  to  help  him? 

^0)  No 

1 ) Yes  - once 

2)  Yes  - two  or  three  times 

3)  Yes  - four  or  five  times 

^4)  Yes  - six  or  more  times 


29.  During  the  past  year,  did  an  enlisted  man  (not  your  supervisor)  ask 
you  to  help  him  with  some  on-the-job  task  you  weren't  required  to 
help  him  with? 

^0)  No 

1 ) Yes  - once 

2)  Yes  - two  or  three  times 

3)  Yes  - four  or  five  times 

^4)  Yes  - six  or  more  times 


!! 


ii 
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30.  If  you  were  ever  asked  for  on-the-job  help  by  an  enlisted  man,  what 
did  you  do? 

0 ) No  man  asked  me  for  help. 

1)  I always  gave  the  help. 

^2)  Sometimes  I gave  the  help  and  sometimes  I didn't. 

3)  I didn't  give  the  help. 

31.  During  the  past  year,  did  you  ever  help  an  enlisted  woman  with  an 
on-the-job  task  even  though  you  were  not  required  to  help  her? 

^0)  No 

1)  Yes  - once 

2)  Yes  - two  or  three  times 

3)  Yes  - four  or  five  times 

^4)  Yes  - six  or  more  times 


32.  During  the  past  year,  did  an  enlisted  woman  (not  your  supervisor) 
ask  you  to  help  her  with  some  on-the-job  task  you  weren't  required 
to  help  her  with? 


0) 

No 

1) 

Yes  - once 

2) 

Yes  - two  or 

three 

times 

3) 

Yes  - four  or 

five 

times 

4) 

Yes  - six  or 

more 

times 
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33.  If  you  were  ever  asked  for  on-the-job  help  by  an  enlisted  wonan.  what 
did  you  do? 

0)  No  woman  asked  me  for  help. 

1)  I always  gave  the  help. 

^2)  Sometimes  I gave  the  help  and  sometimes  I didn't. 

^3)  I didn't  give  the  help. 

34.  How  would  you  rate  the  leadership  of  your  company  officers  during 
the  past  year? 

1 ) Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


35.  How  would  you  rate  the  leadership  of  your  company  MCO's  during  the 
past  year? 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 


36.  In  general,  do  the  male  NCO's  In  your  company  treat  men  and  wumen 
enlisted  soldiers  differently? 

t 

1)  Yes 

^2)  No 

3)  Don't  know 


37.  In  what  ways  do  male  NCO's  treat  men  and  women  enlisted  soldiers 
differently?  (Skip  to  the  next  question,  If  you  answered  or 
"Don't  know"  to  question  #36.) 

1>  More  privileges  for  women 

2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-job  help  for  women 

4)  More  attention  to  personal  problems  of  woman 

5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Other  (Speclfyi  . j 
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38.  In  general,  do  aale  officers  In  your  coapany  treat  aen  and  woaen 
enlisted  soldiers  differently? 

1)  Yes 

^2)  No 

3)  Don't  know 


39.  In  what  ways  do  male .off icers  treat  men  and  women  enlisted  soldiers 
differently?  (Skip  to  the  next  question,  if  you  answered  "No"  or 
"Don't  know"  to  question  #38.) 

1)  More  privileges  for  women 

^2)  Assignment  of  easier  tasks  to  women 

^3)  More  on-the-job  help  for  iramen 

4)  More  attention  to  personal  problems  of  tiomen 

^5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 
7)  More  discipline  for  men 

8)  Other  (Specify:  ) 

40.  What  do  you  think  of  REFORGER  (being  in  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform  in  a 
wartime  mission? 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


41.  What  do  you  think  of  REFORGER  (being  in  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  units  with  women  can  perform 
in  a wartime  mission?  i 

i 

1 ) Excellent  | 

^2)  Good  i 

^3)  Fair 

4)  Poor 

5)  Very  poor 


42.  If  women  were  allowed  to  go  into  combat,  what  do  you  think  most 

enlisted  women  in  your  company  would  do  about  going  into  cori>at  in 
a wartime  situation? 

0)  There  are  no  women  in  my  company. 

1)  They  would  do  almost  anything  to  get  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going* 

5)  They  would  do  almoat  anything  to  keep  from  going* 
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43.  What  do  you  think  most  enlisted  men  in  your  company  would  do  about 
going  into  combat  in  a wartime  situation? 

1)  They  would  do  almost  anything  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

^5)  They  would  do  almost  anything  to  keep  from  going. 

44.  What  do  you  think  you  yourself  would  do  about  going  into  combat  In 
a wartime  situation? 

1)  I would  do  almost  anything  to  get  to  go. 

^2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  I wouldn't  care  one  way  or  the  other  whether  I go. 

^4)  I wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

5)  I would  do  almost  anything  to  keep  from  going. 


45.  Whom  would  you  rather  depend  on  to  help  you  get  a job  done  on  post? 

1 ) a woman 

2 ) a man 

^3)  either 


46.  Whom  would  you  rather  depend  on  to  help  you  get  a Job  done  on  REFORGER? 

1 ) a woman 

2 ) a man 
^3)  either 


47.  If  women  were  allowed  to  go  into  combat,  whom  would  you  rather  depend 
on  to  help  you  get  a job  done  in  combat? 

1 ) a woman 

2 ) a man 

3)  either 

48.  If  women  were  allowed  to  go  into  combat  and  if  you  were  In  a tough 
situation  during  combat,  whom  would  you  rather  depend  on  to  help  you 
get  out  of  it? 

1 ) a woman 

2 ) a man 

3)  either 
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49.  Who  have  a better  chance  of  getting  time  off  for  personal  problems? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


50.  Who  go  on  sick  call  more  often? 

1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


51.  During  a normal  work  week,  %fho  work  the  most  hours? 

1 ) Enlisted  men 

^2)  Enlisted  women 

^3)  No  difference 


I 

i 


52.  Do  enlisted  women  try  to  get  out  of  work  by  getting  pregnant? 

1 )  Yes 

2)  No 

3)  Don't  know 


Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
about  them? 

53.  Women  NCO's  will  not  get  much  respect  from  the  men  In  their  units. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

^4)  Somewhat  disagree 

^5)  Strongly  disagree 


54.  Women  would  make  just  as  good  frontline  soldiers  as  men  If  they 
tfere  given  the  same  kind  of  training. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 
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SS.  If  vomen  uere  assigned  to  coabat  Jobs,  the  Army  would: 

1 ) become  more  effective. 

2)  remain  Just  as  effective. 

^3)  become  less  effective. 


56.  Vomen  don't  make  good  bosses  at  trork. 

1)  Strongly  agree 

2)  Some%ihat  agree 

3)  No  opinion  at  all 
A)  Somewhat  disagree 
S)  Strongly  disagree 


57.  Women  should  be  Included  In  space  missions. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 
4)  Somewhat  disagree 

5)  Strongly  disagree 

58.  '.the  Army's  mission  Is  best  carried  out: 

1)  by  men  only. 

^2)  mostly  by  men  %d.th  some  women  in  support  roles. 

3)  mostly  by  men  with  some  women  In  co^at  as  well  as  support 
roles. 

A)  equally  by  men  and  women 
^5)  mostly  by  %romen. 

59.  If  a greater  number  of  women  were  placed  in  command  positions,  the 
effectiveness  of  the  Army: 

1)  would  Increase. 

2)  would  decrease. 

3)  would  not  change. 


60.  Women  commanders  will  not  get 
units. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 
A)  Somewhat  disagree 
5)  Strongly  disagree 


much  respect  from  the  men  in  their 
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61.  What  la  your  sex? 

1)  Hale 

2 ) Female 


62.  Hov  old  were  you  on  your  laat  birthday? 


/ears  old 


63.  What  Is  your  present  marital  status? 

1 ) Harried 
^2)  Engaged 

3)  Legally  separated 

4)  Never  been  married 

5)  Divorced  or  isarrlage  annulled;  not  remarried 

6)  Widowed 


64.  Is  your  spouse  an  active  duty  member  of  the  Armed  Forces? 

1)  I'm  not  married 

^2)  Yes  - U.S.  Army 

3)  Yes  - other  service 
^4)  No 


65.  How  many  children  do  you  have? 

1 ) None 

2)  One 
^3)  Two 

4)  Three  or  more 

66.  How  many  children  are  living  In  your  home  now? 

1)  None 

2)  One 
^ 3)  Two 

^4)  Three  or  more  • 
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What  is  your  present  paygrade? 


1) 

El 

6) 

E6 

2) 

E2 

7) 

E7 

3) 

E3 

8) 

E8 

^4) 

E4 

^9) 

E9 

5) 

E5 

What  is  your  primary  MOS? 


Primary  MOS  name; 


MOS  code: 


What  is  your  secondar/  MOS? 

Secondary  MOS  name:  MOS  code; 


What  is  your  duty  MOS? 

Duty  MOS  name:  MOS  code: 


In  what  MOS  do  you  work  most  of  the  time? 

1)  My  Primary  MOS 

2)  My  Secondary  MOS 

3)  My  Duty  MOS 

4)  Other: 

MOS  name;  MOS  code; 


You  are  serving  in  which  of  the  following; 

1)  First  enlistment 

2)  Re-enlistment 


What  is  the  highest  educational  diploma  or  degree  you  have  received? 

) No  high  school  diploma  or  G.E«D 

2)  G.E.D. 

3 ) High  school  diploma 
— ^ ) Associate's  degree 

5 ) Bachelor's  degree 
___6)  Graduate  or  professional  degree 


74.  During  the  last  month,  how  many  times  did  you  go  on  sick  call? 


0)  Not  at  all 

1)  Once 
^2)  Twice 

^3)  Three  or  more  times 

75.  In  general,  what  sort  of  physical  condition  would  you  say  you're 
In  at  the  present  time? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


76.  Do  you  consider  yourself  an  athletic  person? 

1)  Yes 

2)  No 


77.  When  you  were  13  to  17  years  old,  how  often  did  you  take  part  In 
I physical  activities  such  as  football,  tennis,  backpacking,  etc.? 

j 

1 1 ) Very  often 

I 2)  Often 

I 3)  Occasionally 

1 ^4)  Not  very  often 

5)  Almost  never  or  never 


78.  As  close  as  you  can  remember,  what  Is  your  AFQT  score?  If  you 
don't  remember,  what  category  are  you  In? 


1)  AFQT  score: 

2)  Category: 

3)  Don't  know 


79.  How  tall  are  you? 

feet  and  Inches 

80.  How  much  do  you  weigh? 
pounds 


1 
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81.  What  unit  will  you  be  with  during  REFORGER? 


121st  Signal  Battalion 

1)  Headquarters  and 

Headquarters  Company 

^2)  Company  A 

3)  Company  B 
4)  Company  C 

1st  Medical  Battalion 

5)  Headquarters  and 

A Company 
^5)  Company  C 


1st  S&T  Battalion 

7)  Headquarters  and 
Headquarters  Company 

8)  Company  A 

9)  Company  B 


701st  Maintenance  Battalion 

^10)  Headquarters  and  Light 

Company ' 

11)  Company  B 
12)  Company  D 


385th  Military  Police  Battalion 


_13)  Headquarters  and 

Headquarters  Detachment 
_14)  Company  A 
_15)  Company  B 
_16)  Company  C 


793rd  Military  Police  Battalion 

17)  Headquarters  and 

Headquarters  Detachment 

18)  Company  A 

19)  Company  B 
^20)  Company  C 


Other  Military  Police  Units 

^21)  1st  MP  Company 

^22)  1st  MP  Forward 

^23)  3rd  MP  Company 

24)  Platoon,  4th  MP  Company 

25)  noth  MP  Platoon 

^26)  545th  MP  Platoon 


82.  Vfhen  did  you  Join  this  unit? 


(year) 


(month) 


83.  How  many  years  and  months  of  Army  service  do  you  have? 

years  months 

84.  How  do  you  feel  about  staying  In  the  Army? 

1)  Want  to  stay  until  1 retire. 

2)  Want  to  re-enllst  at  least  one  more  time. 

3)  Want  to  leave  the  Army  when  my  current  enlistment  Is  up. 

4)  Would  get  out  today  if  I could. 

5)  Undecided,  not  sure. 
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ARI  • REF0R6ER  77  ENLISTED  QUESTIONNAIRE 

FORM  I 


t 


PT  5168b 
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DATA  REQUIRED  BY  THE  PRIVACY  ACT  OF  1974 

IS  U.S.C.  SSJa) 

TITLE  OF  |I&rU  I PRESCRIBING  DIRECTIVE 

ARI  - REFORGER  77  ENLISTED  QUESTIONNAIRE-  FORM  B AR  70-1 

1 AUTHORITY 


10  use  Sec  A503 

2.  PRINCIPAL  PURPOSE(S) 


The  data  collected  with  the  attached  form  are  to  be  used  for  research 
purposes  only. 


3.  ROUTINE  USES 

This  is  an  experimental  personnel  data  collection  form  developed  by 
the  U.S.  Army  Research  Institute  for  the  Behavioral  and  Social  Sciences 
pursuant  to  its  research  mission  as  prescribed  in  AR  70-1.  When  identifiers 
(name  or  Social  Security  Number)  are  j.equested_they  are  to  be  used  for 
administrative  and  statistical  control  purposes  only.  Full  confidentiality 
of  the  responses  will  be  maintained  in  the  pvocessing  of  these  data. 


4.  manoatorv  or  voluntary  disclosure  and  eppect  on  individual  not  provioino  inpormation 

Your  participation  in  this  research  la  strictly  voluntary.  Individual;^  are 
encouraged  to  provide  complete  and  accurate  information  in  the  interests  of 
the  research,  but  there  will  be  no  effect  on  Individuals  for  not  providing 
all  cr  any  part  of  the  information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  individual  if  so  desired. 


FORM 


Pfissey  Act  Ststswswt  • 


ARI  - REFORGER  77 
ENLISTED  QUESTIONNAIRE  > FORM  B 


Instructions 


SThe  Departnent  of  the  Army  Is  conducting  research  on  Women  In  the 

Army.  One  aspect  of  the  research  concerns  attitudes  toward  women  In  the 
I Army  and  women  soldiers  In  a field  situation  such  as  REFORGER  77. 

I Most  of  you  helped  In  this  research  effort  before  you  went  on  REFORGER. 

I This  questionnaire  Is  similar  to  the  one  you  filled  out  then.  Your  answers 

! will  be  used  for  research  purposes  only  and  will  not  be  associated  with 

\ you  Individually.  The  purpose  of  asking  personal  questions,  such  as  the 

I aaiount  of  education  you  have.  Is  to  find  out  how  different  aroups  of 

soldiers  answer  the  opinion  questions. 

I Most  questions  provide  you  with  a list  of  possible  answers.  Please 

check  your  answr  In  the  space  provided. 

Example: 

1.  Did  you  participate  In  REFORGER  77? 

Yes 
2)  No 


Some  questions  require  you  to  write  your  answer  In  the  space  provided. 
All  questions  should  be  answered  directly  on  the  questionnaire.  Feel 
free  to  write  comments  about  any  of  your  answers  In  the  margins  or 
other  spaces. 

Check  only  one  answer,  your  best  answer  to  the  question,  unless  the 
Instructions  tall  you  to  check  as  many  as  apply. 


Thank  you  for  filling  out  the  questionnaire. 
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All  questions  about  REFORGER  refer  to  REFORGER  77* 
1.  How  long  were  you  on  REFORGER? 

1)  Entire  time 

2)  Missed  one  day 

3)  Missed  two  or  three  days 

4)  Missed  four  or  wore  days 
5)  Didn't  go  on  REFORGER 


2.  Do  you  think  the  decision  to  deploy  you  on  RBF0R6ER  was  fair; 
that  Is,  was  It  the  same  for  you  as  for  others  like  you? 

J ^1)  Yes 

2)  No 

^3)  Don't  know 


3*  How  Buch  did  you  want  to  go  on  REFORGER? 


1) 

2) 

3) 

5) 

6) 
7) 


Would  have  done  almost  anything  to  avoid  going* 

Made  an  effort  to  avoid  going* 

Would  have^ preferred  not  to  go,  but  didn't  nakc  an  effort  to 
avoid  going* 

Mo  opinion  *■  Don't  care  at  all* 

Ferferred  to  go,  but  didn't  make  an  effort  to  go* 

Made  an  effort  to  go* 

Would  have  done  almost  anything  to  go* 


4*  Do  you  think  that  decisions  about  sending  women  and  men  on  RBFORGER 
were  made  on  the  same  basis? 


1)  Yes 

2)  No 

3)  Don't  know 


5*  For  purposes  of  -this  questionnaire,  we  would  like  to  define,  for 
you,  a group  called  an  "EVERYDAY  WORK  GROUP*”  Your  "EVERYDAY 
WORK  GROUP"  was  that  group  of  about  10  - 20  enlisted  soldiers 
with  whom  you  most  closely  associated  during  the  day  irtiile 
on  REFORGER* 


What  was  the  else  of  your  "EVERYDAY  WORK  GROUP?" 

1)  9 soldiers  or  fewer 
^2)  10  - 13  soldiers 

3)  14-17  soldiers 

4)  18-20  soldiers 

5)  21  soldiers  or  more 


I 
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11.  How  would  you  rate  the  training  readlneaa  of  your  "EVERYDAY  WORK 
GROUP"  for  REFORGER? 

1)  Excellent 

2)  Good 
^3)  Fair 

4)  Poor 

5)  Vary  poor 
6)  Don't  know 
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12.  How  would  you  rate  your  otm  training  readincaa  for  REF0RGER7 


1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 


13.  How  do  you  think  the  morale  of  the  enlisted  soldiers  in  your 
"EVERYDAY  WORK  GROUP"  was  during  REFORGER? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


14.  How  well  do  you  think  Che  enlisted  men  in  your  "EVERYDAY  WORK  GROUP" 
did  their  jobs  during  REFORGER?  (Jobs  other  than  unit  defense 
and  housekeeping  Jobs.) 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


15.  How  well  do  you  Chink  the  enlisted  women  in  your  "EVERYDAY  WORK 
GROUP"  did  their  Jobs  during  REFORGER?  (Jobs  other  than  unit 
defense  and  housekeeping  Jobs.) 

0)  There  were  no  enlisted  women  in  my  "EVERYDAY  WORK  CROUP." 

1 ) Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
b)  Don't  know 
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16.  Hov  well  do  you  think  the  enlisted  men  in  your  "EVERYDAY  WORK  GROUP" 
did  their  unit  defense  and  housekeeping  Jobs  during  REFORGER? 

(Jobs  such  as  perimeter  defense*  road  marches*  setting  up  and 
breaking  camp.) 

1)  Excellent 

^2)  Good 

^3)  Fair 

^4)  Poor 

5)  Very  poor 
^6)  Don't  know 


17.  How  well  do  you  think  the  enlisted  women  in  your  "EVERYDAY  WORK 
GROUP"  did  their  unit  defense  and  housekeeping  Jobs  during 
REFORGER?  (Jobs  such  as  perimeter  defense*  road  marches,  setting 
up  and  breaking  camp.) 

0)  There  were  no  enlisted  women  In  my  "EVERYDAY  WORK  GROUP." 

1)  Excellent 

^2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


18.  How  well  do  you  think  the  enlisted  men  in  your  COHPAMY  did  their 

Jobs  during  REFORu£k7  (Jobs  other  than  unit  defense  and  housekeeping 
Jobs. ) 

1 ) Excellent 

^2)  Good 

3)  Fair 

4 ) Poor 

5)  Very  poor 
^6)  Don't  know 


19.  How  well  do  you  think  the  enlisted  women  in  your  COMPANY  did  their 

Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and  housekeeping 
Jobs.) 

p)  There  were  no  women  in  ay  company. 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 
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20.  How  wwll  do  you  think  the  onllotod  ■on  in  •your  CONPAMT  did  thnir 
unit  dofonne  and  hounnknnping  Jobs  during  RBftXUXtf  (John  such  no 
pnriaotnr  dnfnnnOf  road  aarchea,  netting  and  breaking  eaap.) 

1)  Excellent 

^2)  Good 

^3)  Pair 

4)  Poor 

5)  Very  poor 
6)  Don't  know 


21.  How  well  do  you  think  the  enlisted  women  in  your  COMPANY  did  their 
unit  defense  and  housekeeping  Jobs  during  REFOHGEkt  (Jobs  such  as 
perlaeter  defense,  road  aarches,  setting  up  and  breaking  caap.) 


P) 

.1) 

2) 

3) 

4) 

5) 

6) 


There  were  no  enlisted  women  In  ay  company. 

Excellent 

Good 

Fair 

Poor 

Very  poor 
Don't  know 


22.  How  well  do  you  think  you  Yourself  did  your  jobs  during  EETORGER? 
(Jobs  other  than  unit  defense  and  housekeeping  Jobs.) 

1)  Excellent 

1)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 
6)  Don't  know 


23.  How  well  do  you  think  you  Yourself  did  your  unit  defense  and 

housekeeping  Jobs  during  REF0RGER7  (Jobs  such  as  perlaeter  defense, 
road  aarches,  setting  up  and  breaking  cas^.) 

Excellent 

2)  Good 
^3)  Fair 

4)  Poor 

5)  Very  poor 
6)  Don't  know 
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sine*  you  first  case  into  the  Army,  sppro>laatel7  how  mmny  unit 
training  ezarcisea  of  different  types  have  you  taken  part  in? 
(For  example,  ARTBP'a,  ATT's,  CPF's,  ORTT's,  FTX's.  including 
REF(AGER.) 

p>  Hone 

^l)  One 

2)  Two  or  Three 

3)  Four  or  Five 

4)  Si*  or  nore  (How  nany?  ) 


25.  During  the  past  year,  how  often  have  you  worked  with  enlisted 
soldiers? 


_1)  Never 

~2)  About  once  during  the  year 
~3)  About  once  every  six  nonths 
_4)  About  once  a month 
_S)  About  once  a week 
j6)  About  once  a day 
7)  Every  day,  all  day  long 


26.  Did  you,  for  any  period  of  tine  during  REF0R6ER,  have  a woman 
as  your  immediate  supervisor?  If  yes,  for  about  how  long? 


.1)  T«»; 

2)  No 


J*y(*) 


27.  During  REFORGER,  did  you  ever  help  an  enlisted  man  with  an 

on- the- Job  task  even  though  you  were  not  required  to  help  him? 

9)  No 

1)  Tea  - once 

2)  Tea  - two  or  three  times 

3)  Tea  - four  or  five  times 
4)  Yes  - six  or  more  times 


28.  During  RXFORGER,  did  an  enlisted  man  (not  your  supervisor)  ask 

you  to  help  him  with  soma  on-the-Job  task  you  weren't  required  to 

help  him  with? 

p)  No 

1)  Tea  - ones 

2)  Tea  - two  or  three  times 

3)  Tss  - four  or  five  times 

4)  Yes  - six  or  more  times 
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29.  If  you  were  ever  asked  for  on-the-job  help  by  an  enlisted  nan.  %rtiat 
did  you  do? 

0)  No  man  asked  me  for  help. 

1)  I always  gave  the  help. 

2)  Sometimes  I gave  the  help  and  sometimes  I didn't. 

3)  I didn't  give  the  help. 


30.  During  REFORGER,  did  you  ever  help  an  enlisted  woman  with  an 
on-the-job  task  even  though  you  were  not  required  to  help  her? 

0)  No 

1)  Yes  - once 

2)  Yes  - two  or  three  times 

3)  Yes  - four  or  five  times 
^4)  Yes  - six  or  more  times 


31.  During  REFORGER,  did  an  enlisted  wostan  (not  your  supervisor) 

ask  you  to  help  her  with  some  on-the-job  task  you  weren't  required 
to  help  her  with? 

0)  No 

1)  Yes  - once 

2)  Yes  - two  or  three  times 

3)  Yes  - four  or  five  times 
k)  Yes  - six  or  more  times 


32.  If  you  were  ever  asked  for  on-the-job  help  by  an  enlisted  woman,  what 
did  you  do? 

0)  No  woswn  asked  me  for  help. 

1)  I always  gave  the  help. 

2)  Sometimes  I gave  the  help  and  sometimes  I didn't. 

^3)  I didn't  give  the  help. 


33.  How  would  you  rate  the  leadership  of  your  company  officers  during 
REFORGER? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


i. 


A-34 


34.  How  would  you  rate  the  leadership  of  your  company  NCO's  during 
REFORGER7 

1)  Excellent 

2)  Good 

^3)  Fair 

^4)  Poor 

^5)  Very  poor 


In  general,  did  the  male  NC0*8  In  your  company  treat  men  and  women 
enllt.ted  soldiers  differently  during  REFORCER? 

1)  Yes 

^2)  No 

^3)  Don't  know 


In  %ihat  ways  did  male  NCO's  treat  men  and  women  enlisted  soldiers 
differently?  (Skip  to  the  next  question.  If  you  answered  "Mo"  or 
"Don't  know"  to  question  #35.)'  Check  as  many  as  apply. 

1)  Hore  privileges  for  women 

2)  Assignment  of  easier  tasks  to  mmen 

3)  More  on-the-Job  help  for  women 

4)  More  attention  to  personal  problems  of  women 

5)  More  obscene  language  around  men 

6)  Harsher  dls\:lpllne  for  men 

7)  More  discipline  for  men 

8)  Other  (Specify:  ) 


In  general,  did  male  officers  In  your  company  treat 
enlisted  soldiers  differently  during  REFORGER? 

1)  Yes 

2)  No 

3)  Don't  know 


men  and  women 


In  tihat  ways  did  nala  offlcata  treat  aen  and  woaen  enllated  soldlera 
differently?  (Skip  to  the  next  questlont  if  you  answered  "Mo"  or 
"Don't  know"  to  question  #37.)  Check  as  eany  as  apply. 

^1)  More  privileges  for  woaen 

2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-Job  help  for  iromen 

4)  More  attention  to  personal  problems  of  women 
^5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Ocher  (Specify:  ) 


What  do  you  think  of  REFORGER  (being  In  the  field  oSrer  a long  period 
of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform  In  a 
wartime  mission? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


What  do  you  think  of  REFORGER  (being  In  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  units  with  women  can  perform 
in  a wartime  mission?' 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


If  women  were  allowed  to  go  into  combat,  what  do  you  think  most 
enlisted  women  in  your  company  would  do  about  goi^  Into  coid>at 
in  a wartime  situation? 

0)  There  are  no  women  in  my  company. 

1)  They  would  do  almost  anything  to  get  to  go. 

2)  They  would  want  to  go.  but  wouldn't  do  anything  to  get  to  go. 
3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going 

5)  They  would  do  almost  anything  to  keep  from  going. 


42.  What  do  you  think  aost  enlisted  aen  In  your  coapeny  would  do  about 
going  into  coabat  in  a wartiae  situation? 

1)  They  would  do  alaost  anything  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 
5)  They  would  do  alaost  anything  to  keep  iron  going. 


43.  What  do  you  think  you  yourself  would  do  about  going  into  coabat  in 
a wartime  situation? 

1)  1 would  do  alaost  anything  to  get  to  go. 

^2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  I wouldn't  care  one  way  or  the  other  whether  1 go. 

^4)  I wouldn't  mnt  to  go,  but  wouldn't  try  to  get  out  of  going. 

5)  I would  do  alaost  anything  to  keep  from  going. 


44.  Whoa  would  you  rather  depend  on  to  help  you  get  a Job  done  on  post? 

1 J a woaan 

^2)  a nan 

^3)  either 


45.  Whoa  would  you  rather  have  depended  on  to  help  you  get  a Job  done 
on  REFORGER? 

1)  a woman 

2)  a man 
^3)  either 

46.  If  women  were  allowed  to  go  into  coabat,  whom  would  you  rather  depend 
on  to  help  you  get  a Job  done  in  coabat? 

1)  a woaan 

2)  a nan 
^3)  either 


47.  If  women  were  allowed  to  go  into  coabat  and  if  you  were  in  a tough 
situation  during  coabat,  whoa  would  you  rather  depend  on  to  help  you 
get  out  of  it? 

1)  a woaan 

2)  a aan 
3)  either 
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48.  During  REFORGER,  who  had  a better  chance  of  getting  tine  off  for 
personal  problems? 

1 ) Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


49.  During  REFORGER,  who  went  on  sick  call  more  often? 

1)  Enlisted  men 

2)  Enlisted  women 
^3)  No  difference 


SO.  During  REFORGER,  who  worked  the  most  hours? 

1 ) Enlisted  men 

2)  Enlisted  women 

^3)  No  difference 


Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
about  them?  — — — —— . 

51.  Women  NCO's  will  not  get  much  respect  from  the  men  In  their  units. 

1 ) Strongly  agree 

2)  Somewhat  agree 
^3)  No  opinion  at  all 

4)  Somewhat  disagree 
^5)  Strongly  disagree 

52.  Women  would  make  just  as  good  frontline  soldiers  as  men  If  they 
were  given  the  same  kind  of  training. 

1)  Strongly  agree 

^2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 
^5)  Strongly  disagree 
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53.  If  women  were  assigned  to  combat  jobs,  the  Army  would: 

1)  become  more  effective. 

2)  remain  just  as  effective. 

^3)  become  less  effective. 


54.  Women  don' t make  good  bosses  at  work. 


1)  Strongly  agree 

2)  Somewhat  agree 

3)  Mo  opinion  at  all 
_4)  Somewhat  disagree 
,5)  Strongly  disagree 


55.  Women  should  be  Included  In  space  missions. 

1)  Strongly  agree 

^2)  Somewhat  agree 

3)  No  opinion  at  all 

^4)  Somewhat  disagree 

^5)  Strongly  disagree 


i 

I 

I 56.  The  Army's  mission  Is  best  carried  out: 


1) 


5) 


by  men  only. 

mostly  by  men  trlth  some  women  In  support  roles. 

mostly  by  men  with  some  women  In  combat  as  well  as  support 

roles. 

equally  by  men  and  women 
mostly  by  women. 


57.  If  a greater  number  of  women  were  placed  in  command'  positions,  the 
effectiveness  of  the  Army: 

1)  would  Increase. 

^2)  would  decrease. 

^3)  would  not  change. 


58.  Women  commanders  will  not  get  much  respect  from  the  men  in  their 
units. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 
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Background  Information 


59.  What  Is  your  sex? 


_1)  Male 

2)  Female 


60.  How  old  were  you  on  your  last  birthday? 


/ears  old 


61.  What  Is  your  present  marital  status? 

1)  Married 

^2)  Engaged 

3)  Legally  separated 

4)  Never  been  married 

5)  Divorced  or  marriage  annulled;  not  remarried 
^6)  Widowed 


62.  Is  your  spouse  an  active  duty  member  of  the  Armed  Forces? 

1 ) I'm  not  married 

2)  Yes  - U.S.  Army 

^3)  Yes  - other  service 

^4)  No 


63.  How  many  children  do  you  have? 

1)  None 

2)  One 
^3)  Two 

4)  Three  or  more 


64.  How  many  children  are  living  In  your  home  now? 

1 ) None 

^2)  One 

^3)  Two 

4)  Three  or  more 


72.  During  the  last  month,  how  many  times  did  you  go  on  sick  call? 


i 


1 

I 

i' 


0)  Not  at  all 

1)  Once 

2)  Twice 

3)  Three  or  more  times 


73.  In  general,  what  sort  of  physical  condition  would  you  say  you're 
In  at  the  present  time? 

1)  Excellent 

^2)  Good 

3)  Fair 

A)  Poor 

5)  Very  poor 


74.  Do  you  consider  yourself  an  athletic  person? 

1)  Yes 

2)  No 


75.  Uhen  you  were  13  to  17  years  old,  how  often  did  you  take  part  In 
physical  activities  such  as  football,  tennis,  backpacking,  etc.? 

1)  Very  often 

2)  Often 

3)  Occasionally 

4)  Not  very  often 

5)  Almost  never  or  never 


76.  As  close  as  you  can  remember,  what  is  your  AFQT  score?  If  you 
don't  remember,  what  category  are  you  In? 

1)  AFQT  score: 

2)  Category: 

3)  Don't  know 

4)  GT  score: 


77.  How  tall  are  you? 

^feet  and finches 


78.  How  much  do  you  weigh? 
pounds 
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65.  Vihat  Is  your  present  paygrade? 


1) 

El 

6) 

E6 

2) 

E2 

7) 

E7 

3) 

E3 

8) 

E8 

4) 

E4 

9) 

E9 

5) 

E5 

66.  What  Is  your  primary  MOS? 

Primary  MOS  name:  _______________________  MOS  code: 


67.  What  la  your  secondary  MOS? 
Secondary  MOS  name:  


MOS  code: 


68.  What  Is  your  duty  MOS? 
Duty  MOS  name: 


MOS  code: 


I 

i 

! 


69.  In  what  MOS  did  you  work  most  of  the  time  during  REFORGER? 

1)  My  Primary  MOS 

^2)  Secondary  MOS 

^3)  My  Duty  MOS 

^4)  Other: 

MOS  name: MOS  code: 


70.  You  are  serving  In  which  of  the  following: 

I ) First  enlistment 
^2)  Re-enllstment 


71.  What  Is  the  highest  educational  diploma  or  degree  you  have  received? 

1)  No  high  school  diploma  or  G.E.D 

2)  G.E.D. 

3)  High  school  diploma 
4)  Associate's  degree 

5)  Bachelor's  degree 

6)  Graduate  or  professional  degree 
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79.  What  unit  were  you  with  during  REFORf’.KR?' 


121st  Signal  Battalion 

1)  Headquarters  and 

Headquarters  Company 

2)  Company  A 

3)  Company  B 

4 ) Company  C 


793rd  Military  Police  Battalion 

17)  Headquarters  and 

Headquarters  Detachment 

18)  Company  A 

19)  Company  B 

20)  Company  C 


I 


1st  Medical  Battalion 

5)  Headquarters  and 

A Company 
6)  Company  C 


1st  S&T  Battalion 

7)  Headquarters  and 

Headquarters  Company 
8 ) Company  A 
9)  Company  B 


701st  Maintenance  Battalion 

10)  Headquarters  and  Light 

Company 

1 1 ) Company  B 

1 2 ) Company  D 

385th  Military  Police  Battalion 

13)  Headquarters  and 

Headquarters  Detachment 

14)  Company  A 

15)  Company  B 

16)  Company  C 


Other  Military  Police  Units 

? 1 ) 1 s t MP  Company 

22)  1st  MP  Forward 

^23)  3rd  MP  Company 

^24)  Platoon,  4th  MP  Company 

25)  noth  MP  Platoon 

26)  545th  MP  Platoon 


3rd  S&T  Battalion 

27)  Headquarters  and 

Headquarters  Company 

28)  Company  A 

2 9 ) Company  B 


1st  Maintenance  Battalion 

30)  Headquarters  and 

Headquarters  Company 

31)  22nd  Maintenance  Co 

32)  78th  Maintenance  Co 

33)  124th  Maintenance  Co 

34)  586th  Maintenance  Co 
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HO.  When  did  you  Join  this  unit? 


(year) 


(month) 


81.  How  many  years  and  months  6£  Army  service  do  you  have? 
years  months 


82.  How  do  you  feel  about  staying  In  the  Army? 

1)  Want  to  stay  until  I retire. 

^2)  Want  to  re-enlist  at  least  one  more  time. 

^3)  Want  to  leave  the  Army  when  my  current  enlistment  Is  up. 

U)  Would  get  out  today  If  I could. 

^5)  Undecided,  not  sure. 


83.  Did  you  serve  a tour  in  Vietnam? 

0)  Yes 

1 ) No  (If  "No",  do  not  answer  questions  84  and  85) 


84.  Which  of  the  following  experiences.  If  any,  did  you  have  In  Vietnam? 

^0)  Engaging  the  enemy  In  combat 

1)  Providing  support  to  combat  units 

2)  Both  of  these 

3)  Neither  of  these 


85.  What  kind  of  unit  were  you  assigned  to? 
0 ) Combat 

1 ) Combat  Support 

2)  Combat  Service  Support 

3)  TDA  unit 

^4)  More  than  one  of  these 
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encouraged  to  provide  complete  and  accurate  Information  In  the  interests  of 
the  research,  but  there  will  be  no  effect  on  Individuals  for  not  providing 
all  or  any  part  of  the  Information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  Individual  If  so  desired. 


FORM  Privacy  Act  Statamani  • 28  Sap  75 


OA  Form  4368-R,  1 May  7b  , . 


ARI  - REFORCER  77 

NONCOMMISSIONED  OFFICER  QUESTIONNAIRE  > FORM  A - NCO 


Instructions 


The  Department  of  the  Army  is  conducting  research  on  Women  In  the 
Army.  One  aspect  of  the  research  concerns  attitudes  towird  women  in  the 
Army  and  women  soldiers  in  a field  situation  such  as  REFORGER  77. 

The  p.urpose  of  this  questionnaire  is  to  get  your  opinions  on  this 
subject.  Your  answers  will  be  used  for  research  purposes  only  and  trill 
not  be  associated  with  you  individually.  The  purpose  of,  asking  personal 
questions,  such  as  the  amount  of  education  you  have,  is  to  find  out  how 
different  groups  of  noncommissioned  officers  anstrer  the  opinion  questions. 


I Most  questions  provide  you  with  a list  of  possible  answers. 

check  your  answer  in  the  space  provided. 

i 


Example: 


Please 


1.  Are  you  stationed  at  Fort  Riley? 

n Yes 
^2)  No 


Some  questions  require  you  to  write  your  answer  in  the  space  provided. 
All  questions  should  be  answered  directly  pn  the  questionnaire.  Feel 
free  to  write  comments  about  any  of  your  answers  in  the  margins  or 
other  spaces. 


t 


Thank  you  for  filling  out  the  questionnaire. 


r 


1.  Are  you  going  on  REFORGER? 

1)  Yes. 

2)  Maybe.  Am  deployable,  but  have  been  told  1'b  on  "standby.” 

3)  Probably  not.  Am  deployable,. but  have  been  told  I'm  not  going. 
A)  No.  I am  nondeployable. 


2.  Do  you  think  the  deployment  decision  in  your  case  was  fair;  that  is, 
was  it  the  same  for  you  as  for  others  like  you? 

1)  Yea 

^2)  Mo 

^3)  Don't  know 


3. 


I 


How  much  do  you  want  to  go  on  REFORGER? 


n 

2) 

3) 

.5) 

.6) 

7) 


Would  do  almost  anything  - to  avoid  going. 

Would  make  an  effort  to  avoid  going. 

Would  prefer  not  to  go,  but  wouldn't  make  an  effort  to  avoid 
going. 

No  opinion  -*  Don't  care  at  all. 

Would  prefer  to  go,  but  muldn't  make  an  effort  to  go. 

Would  make  an  effort  to  go. 

Would  do  almsst  anything  to  go. 


4.  If  you  don't  want  to  go  on  REFORGER,^  why  not?  (If  you  want  to  go, 
skip  this  question.) 

Medical  problem 
Pregnant  wife 
Family  problem 
Financial  problem 
Legal  problem 
Part-time  Job 

Personal  relationships  (other  than  family) 

Problems  with  personal  property 
Don't  like  Army 
Don't  like  REFORGER  77 

Other  (Specify;  ) 


5.  Do  you  think  that  decisions  about  sending  women  and  men  on  REFORGBR 
were  made  on  the  sane  basis? 

1)  Yes 

^2)  No 

3)  Don't  know 


1) 

2) 


5) 

^6) 

7) 

; 8) 

1 To) 

11) 


A- AS 


IF  YOU  ARE  "NONDEPLOYABLE"  (YOU  CHECKED  #4  ON  QUESTION  #1),  SKIP  TO 
QUESTION  #10. 


6.  How  well  do  you  think  the  enlisted  men  In  you  conpany  will  do 
their  Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and 
housekeeping  Jobs.) 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


7.  How  well  do  you  think  the  enlisted  women  In  your  company  will  do 
their  Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and 
housekeeping  Jobs.) 

0)  There  are  no  women  In  my  company. 

1)  Excellent 

^2)  Good 

^3)  Fair 

^4)  Poor 

^5)  Very  poor 

^6)  Don't  know 


8.  How  well  do  you  think  the  enlisted  men  in  your  company  will  do 
their  unit  defense  and  housekeeping  Jobs  during  REFORGER?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp. ) 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

^5)  Very  poor 

^6)  Don't  know 


9.  How  well  do  you  think  the  enlisted  women  in  your  company  %rlll  do 
their  unit  defense  and  housekeeping  Jobs  during  REFORGER?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp. ) 

0)  There  are  no  enlisted  women  in  my  company. 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

6)  Don't  know 
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10.  since  you  first  came  Into  the  Army,  approximately  how  many  unit 

training  exercises  of  different  types  have  you  taken  part  In?  \ 

(For  example,  ARTEP'a,  CPX's,  ORTT's,  FTX's)  I 

1)  One 

^2)  Two  or  three 

3)  Four  or  five 

^4)  Six  or  more  (How  many?  ) 


II.  During  the  past  year,  how  often  have  you  worked  with  enlisted 
women  soldiers? 

1)  Never 

^2)  About  once  during  the  year 

^3)  About  once  every  six  months 

^4)  About  once  a month 

^5)  About  once  a week 

^6)  About  once  a day 

7)  Every  day,  all  day  long 


12.  How  would  you  rate  the  leadership  by  the  other  company  NCO's 
during  the  past  year? 

1 ) Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

^5)  Very  poor 


13.  How  would  you  rate  the  leadership  of  your  company  officers  during 
the  past  year? 

1)  Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

^5)  Very  poor 


14.  In  general,  do  the  male  NCO^s  in  your  company  treat  men  and  women 
enlisted  soldiers  differently? 

1)  Yes 

2)  No 

3)  Don't  know 


i 


15.  In  what  ways  do  male  NCO's  treat  men  and  women  enlisted  soldiers 
differently?  Check  as  many  as  apply.  (Skip  to  the  next  question. 
If  you  answered  "No"  or  "Don't  know"  to  question  #14.) 


1) 

2) 

3) 

4) 

5) 

6) 

7) 

8) 


More  privileges  to  women 

Assignment  of  easier  casks  to  women 

More  on-the-job  help  for  women 

More  attention  to  personal  problems  of  women 

More  obscene  language  around  men 

Harsher  discipline  for  men 

More  discipline  for  men 

Other  (Specify:  ) 


16.  In  general,  do  male  officers  in  your  company  treat  men  and  women 
enlisted  soldiers  differently? 

1)  Yes 

2)  No 

3)  Don't  know 

17.  In  what  ways  do  male  officers  treat  men  and  women  enlisted  soldiers 
differently?  (Skip  to  the  next  question.  If  you  answered  "No"  or 
"Don't  know"  to  question  #16.) 

1)  More  privileges  for  women 

2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-job  help  for  women 

4)  More  attention  to  personal  problems  of  women 

^5)  More  obscene  language  around  men 

^6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Other  (Specify:  ) 


18.  What  do  you  think  of  REFORGER  (being  In  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform  In  a 
wartime  mission? 


1)  Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

5)  Very  poor 

19.  What  do  you  think  of  REFORGER  (being  in  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  units  with  women  can  perform  In 
a wartime  mission? 


1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 


J 
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20.  If  woaen  wre  allowed  to  go  Into  combat,  what  do  you  think  most  ' 
enlisted  women  in  your  company  would  do  about  going  into  combat  in' 
a wartime  situation? 

0)  There  are  no  women  in  my  company. 

1)  They  would  do  almost  anything  to  get  to  go. 

2)  They  tfould  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  They  wouldn't  care  one  %»ay  or  the  other  whether  they  go. 

^4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


21.  What  do  you  think  nost  enlisted  men  in  your  company  would  do  about 
going  into  combat  in  a wartime  situation? 

1 ) They  would  do  almost  anything  to  go. 

2)  They  %K>uld  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


22.  What  do  you  think  you  yourself  would  do  about  going  into  combat  in 
a wartime  situation? 

1 ) I would  do  almost  anything  to  get  to  go. 

2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  I wouldn't  care  one  way  or  the  other  whether  I go. 

4)  I wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  goln^. 
^5)  I would  do  almost  anything  to  keep  from  going. 


23.  Whom  would  you  rather  depend  on  to  get  a job  done  on  post? 

1 ) a woman 

2)  a man 
^3)  either 


24.  Whom  would  you  rather  depend  on  to  get  a Job  done  on  REFORGER? 

I)  a woman 

2)  a man 

^3)  either 


25.  If  women  were  allowed  to  go  into  combat,  whom  would  you  rather  depend 
on  to  get  a Job  done  in  combat? 

^1)  a woman 

2)  a man 
3)  either 
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26.  If  women  were  allowed  to  go  into  combat  and  If  you  were  In  a tough 

situation  during  combat,  whom  would  you  rather  depend  on  to  help  you 
out  of  it? 

1)  a woman 

2)  a man 
3)  either 


27.  Who  have  a better  chance  of  getting  time  off  for  personal  problems? 

1 ) Enlisted  men 

2)  Enlisted  women 
^3)  No  difference 


28.  Who  go  on  sick  call  more  often? 

1)  Enlisted  men 

2)  Enlisted  women 
3)  No  difference 


29.  During  a normal  work  week,  irtio  work  the  most  hours? 

1 ) Enlisted  men 

2)  Enlisted  women 
3)  No  difference 


30.  Do  enlisted  women  try  to  get  out  of  work  by  getting  pregnant? 

1)  Yes 

2)  No 

^3)  Don't  know 


Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
about  them? 

31.  Women  NCO's  will  not  get  much  respect  from  the  men  in  their  units. 

1 ) Strongly  agree 

^2)  Somewhat  agree 

^3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 
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32.  Women  would  make  Just  as  good  frontline  soldiers  as  men  if  they 
were  given  the  same  kind  of  training. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

U)  Somevdiat  disagree 

5)  Strongly  disagree 

33.  If  women  were  assigned  to  combat  Jobs,  the  Army  would: 

1)  become  more  effective. 

2 ) remain  Just  as  effective. 

3)  become  less  effective. 


34.  Women  don' t make  good  bosses  at  work. 

1)  Strongly  agree 

^2)  Somewhat  agree 

3)  No  opinion  at  all 

^4)  Somewhat  disagree 

5 ) Strongly  disagree 

35.  Women  should  be  included  In  space  missions. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

^4)  Somewhat  disagree 

5)  Strongly  disagree 

36.  The  Army's  mission  Is  best  carried  out: 

1)  by  men  only. 

2)  mostly  by  men  with  some  women  in  support  roles. 

3)  mostly  by  men  with  some  women  in  combat  as  well  as  support 
roles. 

^4)  equally  by  men  and  women 

5)  mostly  by  women. 

37.  If  a greater  number  of  women  were  placed  in  command  positions,  the 
effectiveness  of  the  Army: 

1)  would  Increase. 

2)  would  decrease. 

3)  would  not  change. 


I 
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38.  Women  commanders  will  not  get  much  respect  from  the  men  In  their 
units. 

1 ) Strongly  agree 

2)  Somewhat  agree 

^3)  No  opinion  at  all 

4)  Somewhat  disagree 
^5)  Strongly  disagree 

39.  This  question  asks  your  opinion  about  the  factors  tdiich  affect  the 
ability  of  a company  to  accomplish  its  combat  mission  in  close 
support  of  a division  on  the  battlefield.  The  question  concerns 
the  company's  underlying  ability  to  perform  in  general  - not  how 
well  the  company  happens  to  perform  in  a particular  field  exercise 
(such  as  REFORGER  77).  Five  factors  are  listed  below  (plus  an 
"other"  category).  Your  relative  weighting  of  these  five  factors 
should  add  to  100.  Review  the  list  and  decide  how  much  each 
factor  affects  the  ability  of  a company  to  perform  its  mission. 
Next  to  each  factor,  enter  the  number  of  points  (from  0 to  100) 
indicating  the  percentage  of  a company's  ability  that  you  think 

is  affected  by  that  factor. 


FACTORS  CONTRIBUTING  TO  THE  ABILITY 
OF  A COMPANY  TO  CARRY  OUT  ITS  MISSION 


leadership  % 

li 

morale  % 

[I  — — 

personal  turbulence X 

i' 

training  X 

1.  ■ ' 

L 

|j  percentage  of  women  X 

ii  other  (what  is  it?):  X 

I 

R TOTAL  lOOZ 
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Background  Information 


40.  VOiat  unit  will  you  be  with  during  REFORGER7  (Omit  this  Item  If  you 
are  nondeployable.) 


12l8t  Signal  Battalion 


lOlst  Maintenance  Battalion 


1)  Headquarters  and 

_____  Headquarters  Company 

2)  Company  A 

3)  Company  B 

4)  Company  C 

1st  Medical  Battalion 


_10)  Headquarters  and  Light 
Company 
_1 1 ) Company  B 
_12)  Company  D 


385th  Military  Police  Battalion 


_S)  Headquarters  and 
A Company 
6)  Company  C 


_13)  Headquarters  and 

Headquarters  Detachment 
_14)  Company  A 
_15)  Company  B 
_16)  Company  C 


lat  S&T  Battalion 


793rd  Military  Police  Battalion 


_7)  Headquarters  and 

Headquarters  Company 
_8)  Company  A 
_9)  Company  B 


_17)  Headquarters  and 

Headquarters  Detachment 
_18)  (Company  A 
_19)  Company  B 
20)  Company  C 


Other  Military  Police  Units 


_21)  1st  MP  Company 
_22)  Ist  MP  Forward 
_23)  3rd  MP  Company 
24)  Platoon.  4th  MP  Company 
"25)  noth  MP  Platoon 
26)  545th  MP  Platoon 


When  did  you  Join  this  unit? 


(year) 


(month) 


'AMet  IM  40  amkmd  you  wlilch  unit  you  are  going  with  on  REFORGER. 

' »«kat  unlf  la  ait  the  oma  you  are  aaalgnad  to,  write  the 
aootgnmttw*  -il  tK  >«ait  to  alilch  you  are  aaalgnad 


43.  Did  you  have  a tour  of  duty  in  Vietnam? 

1)  Yes 

' 2)  No 


44.  If  you  had  a tour  of  duty  in  Vietnam,  were  you  ever  under 

enemy  fire?  (If  you  answered  NO  to  #43  skip  this  question.) 

1)  Yes 

2)  No 


45.  What  is  the  highest  educational  diploma  or  degree  you  have 
received? 

1)  No  high  school  diploma  or  G.E.D. 

2)  G.E.D. 

3)  High  school  diploma 

4)  Associate's  degree 

5)  Bachelor's  degree 

6)  Graduate  or  professional  degree 


46.  What  Is  your  sex? 

1)  Male 

2)  Female 


47.  What  is  your  present  paygrade? 

1)  E3  ^4)  E6 

2)  E4  ^5)  E7 

3)  E5  6)  E8 


48.  Which  of  the  following  best  describes  your  plans  for  making  the 
Army  a career  for  twenty  or  more  years? 

1)  DEFINITELY  will  seek  a career  in  the  Army 

2)  PROBABLY  will  seek  a career  in  the  Army 

3)  UNDECIDED  about  a career  in  the  Army 

^4)  PROBABLY  will  NOT  seek  a career  in  the  Army 

5)  DEFINITELY  will  NOT  seek  a career  in  the  Army 
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Your  participation  in  this  research  is  strictly  voluntary.  Individuals  are 
encouraged  to  provide  complete  and  accurate  information  in  the  interests  of 
the  research,  but  there  will  be  no  effect  on  Individuals  for  not  providing 
all  or  any  part  of  the  Information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  individual  if  so  desired. 
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ARI  > REFORGER  77 

NONCOMMISSIONED  OFFICER  QUESTIONNAIRE  - FORM  B - NCO 


Instructions 


The  Department  of  the  Army  Is  conducting  research  on  Women  In  the 
Army.  One  aspect  of  the  research  concerns  attitudes  toward  women  In  the 
Army  and  women  soldiers  in  a field  situation  such  as  REFORGBR  77. 

Most  of  you  helped  In  this  research  effort  before  you  went  on 
REFORGER  77.  This  questionnaire  Is  similar  to  the  one  you  filled  out 
then.  Your  answers  will  be  used  for  research  purposes  only  and  will  not 
be  associated  with  you  Individually.  The  purpose  of  asking  personal 
questions,  such  as  the  amount  of  education  you  have.  Is  to  find  out  how 
different  groups  of  NCO's  answer  the  opinion  questions. 

Most  questions  provide  you  with  a list  of  possible  answers.  Please 
check  your  answer  In  the  space  provided. 

Example: 

1.  Did  you  participate  In  REFORGER  77? 

\/  1)  Yes 
\ 2)  No 


Some  questions  require  you  to  write  your  answpr  In  the  space  provided, 
i All  questions  should  be  answered  directly  on  the  questionnaire.  Feel 

free  to  %n:lte  comments  about  any  of  your  answers  in  the  margins  or 
V other  spaces. 


Thank  you  for  filling  out  the  questionnaire. 
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1.  How  long  were  you  on  REFORGER  77? 

1)  Entire  time. 

2)  Missed  one  day. 

3)  Missed  two  or  three  days. 

4)  Missed  four  or  more  days.  ' 

^5)  Didn't  go  on  REFORGER  77. 

2.  Do  you  think  the  deployment  decision  In  your  case  was  fair;  that  Is, 

was  It  the  same  for  you  as  for  others  like  you? 

1)  Yes 

^2)  No 

^3)  Don't  know 


3.  How  much  did  you  want  to  go  on  REFORGER  77? 

1 ) Would  have  done  almost  anything  to  avoid  going. 

2)  Made  an  effort  to  avoid  going. 

3)  Would  have  preferred  not  to  go,  but  didn't  make  an  effort  to 
avoid  going. 

4)  No  opinion  - Didn't  care  at  all. 

5)  Preferred  to  go,  but  didn't  make  an  effort  to  go. 

6)  Would  make  an  effort  to  go. 

7)  Would  have  done  almost  anything  to  go. 


4.  If  you  didn't  want  to  go  on  REFORGER  77,  why  not?  (If  you  wanted  to 
go,  skip  this  question.) 

Medical  problem 
Pregnant  wife 
Family  problem 
Financial  problem 
Legal  problem 
Part-time  Job 

Personal  relationships  (other  than  family) 

Problems  with  personal  property 
Don't  like  Army 
Don't  like  REFORGER  77 

Other  (Specify;-  ) 


5.  Do  you  think  that  decisions  about  sending  women  and  men  on  REFORGER  77 
were  made  on  the  same  basis? 

I ) Yes 

2)  No 

3)  Don't  know 


J) 

2) 

3) 

4) 

5) 

6) 

7) 

8) 
9) 

10) 

11) 
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6.  How  well  do  you  think  most  enlisted  men  in  you  company  did 

their  jobs  during  REFORGER  77?  (Jobs  other  than  unit  defense  and 
housekeeping  jobs.) 

1)  Excellent 

1)  Good 

^3)  Fair 

k)  Poor 

^5)  Very  poor 

^6)  Don't  know 


7.  How  well  do  you  think  most  enlisted  women  in  your  company  did 

their  jobs  during  REFORGER  77?  (Jobs  other  than  unit  defense  and 
housekeeping  jobs.) 

^0)  There  were  no  women  in  my  company. 

1)  Excellent 

2)  Good 

3)  Fair 

t\)  Poor 

^5)  Very  poor 

^6)  Don't  know 


8.  How  well  do  you  think  most  enlisted  men  in  your  company  did  their 
unit  defense  and  housekeeping  jobs  during  REFORGER  77?  (Jobs  such 
as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp. ) 

1)  Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

5)  Very  poor 

6)  Don't  know 


9.  How  well  do  you  think  most  enlisted  women  in  your  company  did 

their  unit  defense  and  housekeeping  jobs  during  REFORGER  77?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp . ) 

^0)  There  were  no  enlisted  women  in  my  company. 

1 ) Excellent 

2)  Good  I 

3)  Fair  J 

^4)  Poor 

^5)  Very  poor  < 

^6)  Don't  know  i 

•‘i: 

* 

i 

\ j -■ 
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10.  Since  you  first  came  into  the  Army,  approximately  how  many  unit 
training  exercises  of  different  types  have  you  taken  part  In? 

(For  example,  ARTEP's,  CPX's,  ORTT's,  FTX's,  Including  REFORGER.) 

1 ) One 

^2)  Two  or  three 

3)  Four  or  five 

U)  Six  or  more  (How  many? ) 


11.  During  REFORGER  77,  how  often  did  you  work  with  enlisted 
women  soldiers? 

1)  Never 

2)  Once 

3)  About  two  or  three  times 

4)  About  four  or  five  times 

^5)  About  six  to  eight  times 

6)  Every  day,  or  almost  every  day 


12.  How  would  you  rate  the  leadership  of  your  company  officers 
during  REFORGER  77? 

1 ) Excellent 

2)  Good 

3)  Fair 

^4)  Poor 

5)  Very  poor 


13.  How  would  you  rate  the  leadership  of  your  company  NCO's  during 
REFORGER  77? 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


14.  In  general,  did  the  male  NC0*s  In  your  company  treat  men  and  women 
enlisted  soldiers  differently  during  REFORGER  77? 

1)  Yes. 

^2)  No 

3)  Don't  know 
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15. 


In  what  ways  did  male  NCO*a  treat  men  and  women  enlisted  soldiers 
differently  during  REFORGER  77?  Check  as  many  as  apply.  (Skip  t& 
the  next  question.  If  you  answered  "No"  or  "Don't  know"  to  question 
14.) 


1) 

2) 

3) 

"4) 

5) 

6) 
"7) 

8) 


More  privileges  for  women 

Assignment  of  easier  tasks  to  women 

More  on-the-job  help  for  women 

More  attention  to  personal  problems  of  women 

More  obscene  language  around  men 

Harsher  discipline  for  men 

More  discipline  for  men 

Ocher  (Specify: 


16. 


In  general,  did  male  officers  In  your  company  trert  men  and  women 
enlisted  soldiers  differently  during  REFORGER  77? 

1)  Yes 

^2)  No 

^3)  Don't  know 


17. 


In  what  ways  did  male  officers  treat  men  and  women  enlisted  soldiers 
differently  during  REFORGER  77?  (Skip  to  Che  next  question.  If  you 
answered  "No"  or  "Don't  know"  to  question  16.) 

1)  More  privileges  for  women 

^2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-job  help  for  women 
^4)  More  attention  to  personal  problems  of  women 

5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 
7)  More  discipline  for  men 


8)  Ocher  (Specify:^ 


18. 


VIhat  do  you  think  of  REFORGER  77  (being  In  the  field  over  a long 
period  of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform 
In  a wartime  mission? 

1)  Excellent 

^2)  Good 

^3)  Fair 

^4)  Poor 

5)  Very  poor 


_ i 
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19.  What  do  you  think  of  REFORGER  77  (being  In  the  field  over  a long 
period  of  time)  as  a way  of  finding  out  how  units  with  women  can 
perform  In  a wartime  mission? 

1 )  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  V^ry  poor 

20.  If  women  were  allowed  to  go  Into  combat,  what  do  you  think  most 
enlisted  women  In  your  company  would  do  about  going  Into  combat  In 
a wartime  situation? 

0)  There  are  no  mmen  In  my  company. 

1)  They  would  do  almost  anything  to  get  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

^4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of 

going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


21.  What  do  you  think  most  enlisted  men  In  your  company  would  do  about 
going  Into  combat  In  a wartime  situation? 

1 ) They  would  do  almost  anything  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of 
going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


22.  What  do  you  think  you  yourself  would  do  about  going  Into  combat  In 
a wartime  situation? 

1 ) I would  do  almost  anything  to  get  to  go. 

2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  I wouldn't  care  one  way  or  the  other  whether  1 go. 

4)  I wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

5)  I would  do  almost  anything  to  keep  from  going. 


23.  Whom  would  you  rather  depend  on  to  gat  a Job  dona  on  post? 

1)  a %ioman 

2)  a man 
^3)  either 


I 


r 


24.  Whom  would  you  rather  depend  on  to  get  a Job  done  during  a field 
exercise  such  as  REFORGER  77? 

1 ) a woman 

2 ) a man 
^3)  either 


25.  If  women  were  allowed  to  go  Into  combat,  whom  would  you  rather 
depend  on  to  get  a job  done  in  combat? 

1 ) a woman 

2)  a man 
3)  either 


26.  If  women  were  allowed  to  go  into  combat  and  if  you  were  in  a tough 
situation  during  combat,  whom  would  you  rather  depend  on  to  help  you 
out  of  it? 

1 ) a woman 

2 ) a man 
3)  either 


27.  Who  had  a better  chance  of  getting  time  off  for  personal  problems 
during  REFORGER  77? 

1)  Enlisted  men 

^2)  Enlisted  women 

3)  No  difference 


28. 


Who  went  on  sick  call  more  often  during  REFORGER  77? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


29.  During  REFORGER  77,  who  worked  the  most  hours? 

1)  Enlisted  men 

2)  Enlisted  women 
^3)  No  difference 


1 


k-bt> 


30.  During  REFORGER  77,  who  did  more  things  to  get  out  of  work? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


I 

I 

I 


! 

1 

i 
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Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
about  them? 

31.  Women  NCO's  will  not  get  much  respect  from  the  men  In  their  units. 

1 )  Strongly  agree 

^2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 
*»)  Strongly  disagree 


32.  Women  would  make  Just  as  good  frontline  soldiers  as  men  If  they 
were  given  the  same  kind  of  training. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 


33.  If  women  were  assigned  to  combat  Jobs,  the  Army  would: 

1 ) become  more  effective. 

2)  remain  Just  as  effective. 

^3)  become  less  effective. 


34.  Women  don' t make  good  bosses  at  work. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 


33.  Women  should  be  Included  In  space  missions. 


1) 

St  rongly 

agree 

2^ 

Somewhat 

agree 

1) 

No  opinion  at  a1 1 

4 > 

SomM^at 

disagree 

s > 

' ' tmim  1 T 

disagree 

i 


t 
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36*  The  Army's  mission  Is  best  carried  out: 

1 ) by  men  only. 

2)  mostly  by  men  with  some  tromen  In  support  roles. 

3)  mostly  by  men  with  some  women  In  combat  as  well  as  support 
roles. 

4)  equally  by  men  and  women. 

5)  mostly  by  women. 

37.  If  a greater  nimber  of  women  were  placed  In  command  positions,  the 
effectiveness  of  the  Army: 

1)  would  Increase. 

2)  would  decrease. 

3)  %fould  not  change. 

38.  Women  commanders  will  not  get  much  respect  from  the  men  In  their 
units. 

1 ) Strongly  agree 

2)  Sometihat  agree 

3)  No  opinion  at  all 

4)  Sometdiat  disagree 

5)  Strongly  disagree 

39.  This  question  asks  your  opinion  about  the  factors  which  affect  the 
ability  of  a company  to  accomplish  Its  combat  mission  In  close 
support  of  a division  on  the  battlefield.  The  question  concerns 
the  company's  underlying  ability  to  perform  In  general  - not  how 
well  the  company  happens  to  perform  In  a particular  field  exercise 
(such  as  REFORGER  77).  Five  factors  are  listed  below  (plus  an 
"other”  category).  Your  relative  weighting  of  these  five  factors 
should  add  to  100.  Review  the  list  and  decide  how  much  each 
factor  affects  the  ability  of  a company  to  perform  Its  mission. 
Iftxt  to  each  factor,  enter  the  number  of  points  (from  0 to  100) 
Indicating  the  percentage  of  a company's  ability  that  you  think 


Is  explained  by  that  factor. 

FACTORS  CONTRIBUTING  TO  THE  ABILITY 
OF  A COMPANY  TO  CARRY  OUT  ITS  COMBAT  MISSION 

Factor 

leadership X 

morale  % 

personal  turbulence  .......  X 

training  

percentage  of  women  X 

eciMr  (whet  ts  ltT>t  . . . . I 


r 
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40.  In  general,  how  did  the  performance  of  women  soldiers  compare  with 
the  performance  of  men  soldiers  during  REFORGER  77? 

0)  1 had  no  opportunity  to  observe  the  performance  of  tromen 
soldiers. 

1)  The  men  and  women  soldiers  generally  performed  at  about  the 
same  le  ^1. 

2)  The  women  soldiers  generally  performed  better  than  the  men 
soldiers. 

^3)  The  men  soldiers  generally  performed  better  than  the  women 

soldiers. 


Questions  41-43  ask  whether  the  stress  and  fatigue  resulting  from 
REFORGER  77  Impaired  the  performance  of  some  soldiers  more  than  others 
during  three  different  periods  of  time: 


41.  During  the  first  three  days  of  the  field  exercise: 

1 ) the  performance  of  the  women  soldiers  deteriorated  more  than 
that  of  the  men  soldiers. 

2)  tho  performance  of  the  men  soldiers  deteriorated  more  than 
that  of  the  women  soldiers. 

3)  there  was  no  difference  In  performance  between  the  men  and 
women  soldiers. 

^4)  don't  know  whether  there  was  a difference. 


42.  During  the  middle  five  days  of  the  field  exercise: 

1)  the  performance  of  the  women  soldiers  deteriorated  more  chan 
that  of  the  men  soldiers. 

2)  the  performance  of  the  men  soldiers  deteriorated  more  than 
that  of  the  women  soldiers. 

3)  there  was  no  difference  In  performance  between  the  men  and 
women  soldiers. 

^4)  don  t know  idiether  there  nos  a difference. 


* fc* 


43.  During  the  last  three  days  of  the  field  exercise: 

1)  the  performance  of  the  women  soldiers  deterlorstad  more  than 

that  of  Xhe  m'sn  soldiers. 

2)  the  performance  of  the  men  soldiers  deteriorated  aiore  than 

that  of  the  women  soldiers. 


3)  there  was  no  difference  In  performance  between  the  wen  and 
women  soldiers. 

4)  don't  know  whether  there  was  a difference. 


44.  Did  any  units  %rlthln  your  company  fall  to  accomplish  a REFORCER  77 
task  because  of  too  many  women  in  the  unit?  (If  your  answer  Is 
"No,"  skip  to  question  51). 

0)  No 

1)  Yes,  once  or  twice 

^2)  Yes,  three  or  four  times 

3)  Yes,  five  or  more  times 


Questions  45  through  50  refer  to  your  angwr  to  question  44. 

45.  If  failures  to  perform  a task  occurred  during  REFORGER  77,  bow  often 
did  each  of  these  causes  apply: 

1)  ^tlmeCs)  because  the-  task  required  more  strength  than  the  WQmcn 

had.  ' 

2)  ^tlme(s)  because  the  required  tasks  were  not  suitable  foti  women 

for  reasons  other  than  strength. 

3)  tlme(s)  because  the  women  soldiers  Involved  hadn't  received 

appropriate  training. 

4)  ^tlme(s)  because  the  supervisor  didn't  know  how  to  supervise 

women. 

5)  time(s)  because  the  men  and  women  soldiers  didn't  «K>rk  well 

together. 

6)  tlme(s)  for  other  reason(s).  (Specify: 


.) 
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Choose  the  most  serious  failure  that  occurred  because  there  were  too  many 
women  in  the  unit  and  refer  to  this  incident  in  answering  questions  46-50. 

46.  How  many  soldiers  were  in  this  unit? 


There  were  _____  men  in  this  unit. 
There  were women  in  this  unit. 


47.  Of  those  who  were  critical  to  the  failure, 

_____  were  men. 

were  women. 

48.  vniat  mre  the  MOS  of  those  men  soldiers  who  vere  critical  to  the 
failure?  Please  list: 


49.  VAiat  Mere  the  MOS  of  those  women  soldiers  who  were  critical  to  the 
failure?  Please  list: 


50.  Which  of  the  following  were  true  with  respect  to  the  most  serious 
failure?  (Check  as  many  as  apply.) 

f 

1)  The  task  required  more  strength  than  the  women  had. 


2)  The  task  was  not  suitable  for  women  for  reasons  other  than 
strength. 


.3) 


The  women  soldiers  Involved  hadn't  received  appropriate 
training. 


1 


4)  The  supervisor  didn't  know  how  to  supervise  women. 

5)  The  men  and  women  soldiers  didn't  work  well  together. 


_6)  Other  (specify 


,) 
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Background  loformatlon 


51.  What  unit  were  you  %rLch  during  REFORGER  77? 


12 let  Signal  Battalion 


793rd  Military  Police  Battalion 


_1)  Headquarters  and 

Headquarters  Company 
_2)  Company  A 
_3)  Company  fi 
4)  Company  C 


_17)  Headquarters  and 

Headquarters  Detachment 
_18)  Company  A 
_19)  Company  B 
_20)  Company  C 


1st  Medical  Battalion 


Other  Military  Police  Units 


_5)  Headquarters  and 
A Company 
_6)  Company  C 


1st  S&T  Battalion 

^7)  Headquarters  and 

Headquarters  Company 
8)  Company  A 
^9)  Company  B 


_21)  Ist  MP  Company 
_22)  1st  MP  Forward 
_23)  3rd  MP  Company 
_24)  ___  Platoon,  4th  MP 
Company 

_25)  noth  MP  Platoon 
~26)  545th  MP  Platoon 


3rd  S&T  Battalion 

27)  Headquarters  and 

Headquarters  Company 

^28)  Company  A 

29)  Company  B 


701st  Maintenance  Battalion 


Ist  Maintenance  Battalion 


_10)  Headquarters  and  Light 
Company 
_11)  Company  B 

12)  Company  D 


385th  Military  Police  Battalion 


_30)  Headquarters  and 

Headquarters  Company 
_31)  22nd  Maintenance  Co 
_32)  78th  Maintenance  Co 
_33)  124th  Maintenance  Co 
34)  586th  Maintenance  Co 


13)  Headquarters  and 
Headquarters  Detachment 

14)  194th  Military  Police  Company 

15)  218th  Military  Police  Company 

16)  300th  Military  Police  Company 

35)  554th  Military  Police  Company 

Note:  If  your  company  is  not  in  this  list,  write  the  complete 
name  of  your  company  here: 





52.  When  did  you  Join  this  unit? 


(year)  (month) 

S3.  Question  SI  asked  you  which  unit  you  were  with  on  REFORGER  77.  Xf 
that  unit  is  not  the  one  you  are  assigned  to.  write  the  dcalgaatloa 
of  the  unit  to  which  you  are  assigned ; 


S4.  Did  you  serve  a tour  in  Vietnam? 

1)  Yes 

2)  No  (If  "No,"  skip  to  question  57). 


55.  Which  of  the  following  experiences,  if  any,  did  you  have  in  Vietnam? 

1 ) Engaging  the  enemy  in  combat 

^2)  Providing  support  to  combat  units 

^3)  Both  of  these 

A)  Neither  of  these 


56.  What  kind  of  unit  were  you  assigned  to?  Check  as  many  as  apply. 
1)  Combat 


_2)  Combat  support 

_3)  Combat  service  support 

_4)  TDA  unit 

5)  Hore  than  one  of  these 


57.  What  is  the  highest  educational  diploma  or  degree  you  have  received? 
_1)  No  high  school  diploma  or  G. E.D. 


_2)  G.E.D. 

_3)  High  school  diploma 

_4)  Associate's  degree 

_5)  Bachelor's  degree 

_6)  Graduate  or  professional  degree 


58.  What  is  your  sex? 


.1)  Male 
"2)  Female 


Ar73 


59.  Vhat  is  your  present  p&/grade? 


4)  E6  7)  E9  j 

5)  E7  ! 

6)  E8  j 

..  ( 


60*  Which  of  the  £olLo%rlng  best  describes  your  plans  for  making  the  Army 
a career  for  20  or  more  years? 

1)  DEFINITELY  will  seek  a career  In  the  Army 

2)  PROBABLY  will  seek  a career  In  the  Army 

3)  UNDECIDED  about  a career  in  the  Army 

4)  PROBABLY  will  NOT  seek  a career  In  the  Army 

5)  DEFINITELY  will  NOT  seek  a career  In  the  Army 


1)  E3 

2)  E4 

3)  E5 
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DATA  REQUIRED  BY  THE  PRIVACY  ACT  OF  1974 

M U.S.C.  SStat 

TitLk  Of  “ —I— ..I  I _ I .1  ...... 

ARI  - REF(»GER  77,  OFFICER  QUESTIONNAIRE  - FORM  A - 0 

1 AUTHOniTV  ' '■  - i.  ■ 


fllESCniBING  OIRECTIVE 

AR  70-1 


10  use  Sec  A503 

a.  f RiNCIf  Ak  fUNfOtfltl  ' .....  . . M 

The  date  collected  vith  the  attached  fon  are  to  be  used  for  research 
purposes  only. 


3.  ROUTINE  USES 

This  Is  an  experimental  personnel  data  collection  form  developed  by 
the  U.S.  Army  Research  Institute  for  the  Behavioral  and  Social  Sciences 
pursuant  to  its  research  mission  as  prescribed  in  AR  70-1.  When  identifiers 
(name  or  Social  Security  Number)  are  requested  they  are  to  be  used  for 
administrative  and  .statistical  control  purposes  only.  Full  confidentiality 
of  the  responses  will  be  maintained  in  the  processing  of  these  data. 


Your  participation  in  this  research  is  strictly  voluntary.  Individuals  are 
encouraged  to  provide  complete  and  accurate  information  in  the  interests  of 
the  research,  but  there  will  be  no  effect  on  individuals  for  not  providing 
all  or  any  part  of  the  Information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  individual  if  so  desired. 


^ FORM 

OA  Form43M-R,  1May76 


Privacy  Act  Ststamant  ■ TBSap  7S 


ARl  - REFORGER  77 
OFFICER  QUESTIOmiAIRE  - FORM  A - 0 


Inatructioas 


The  Departaent  of  the  Aray  la  conducting  reaearch  on  Vfoaen  In  the 
Aray.  One  aapect  of  the  reaearch  concerna  attltudea  toward  woaen  In'  the 
Aray  and  woaen  aoldlera  In  a field  altuation  auch  aa  REFORGER  77. 

The  purpoae  of  thia  queatlonnalre  la  to  get  your  opinlona  on  thla 
subject.  Your  answers  will  be  used  for  research  purposes  only  and  i^ll 
not  be  associated  with  you  Individually.  The  purpose  of  asking  personal 
questions,  such  as  the  aabnnt  of  education  you  have,  la  to  find  out 
how  different  arouna  of  officers  answer  the  opinion  questions. 

Most  questions  provide  you  with  a list  of  possible  answers.  Please 
check  your  answer  In  the  space  provided. 


Exaaple: 


Are  you  stationed  at  Fort  Riley? 

y 1)  Yes 

^2)  No 


Soae  questions  require  you  to  write  your  answer  In  the  space  provided. 
All  questions  should  be  answered  directly  on  the  questionnaire.  Feel 
free  to  write  coasents  about  any  of  your  answers  In  the  earglns  or 
other  spaces. 


Thank  you  for  filling  out  the  questionnaire. 


1 


Are  you  going  on  REFORGER? 


,1)  Yes. 

2)  Maybe.  Am  deployable,  but  have  been  told  I'm  on  "standby." 

,3)  Probably  not.  Am  deployable,  but  have  been  told  I'm  not  going. 
4)  No.  I am  nondeployable. 


2.  Do  you  think  the  deployment  decision  in  your  case  was  fair;  that  is, 
was  it  the  same  for  you  as  for  others  like  you? 

1)  Yes 

2)  No 

3)  Don't  know 


3.  How  much  do  you  want  to  go  on  REFORGER? 


1) 

2) 

3) 

4) 

5) 

6) 
7) 


Would  do  almost  anything  to  avoid  going. 

Would  make  an  effort  to  avoid  going. 

Would  prefer  not  to  go,  but  wouldn't  make  an  effort  to  avoid 
going. 

No  opinion  - Don't  care  at  all. 

Would  prefer  to  go,  but  wouldn't  make  an  effort  to  go. 

Would  make  an  effort  to  go. 

Would  do  almost  anything  to  go. 


4.  If  you  don't  want  to  go  on  REFORGER,  why  not?  (If  you  want  to  go, 
skip  this  question.) 

1)  Medical  problem 

2)  Pregnant  wife 

^3)  Family  problem 

^4)  Financial  problem 

^5)  Legal  problem 

^6)  Part-time  Job 

7)  Personal  relationships  (other  than  family) 

8)  Problems  with  personal  property 

9)  Don't  like  Army 

10)  Don't  like  REFORGER  77 

11)  Other  (Specify;  ) 

5.  Do  you  think  that  decisions  about  sending  women  and  men  on  REFORGER 
were  made  on  the  same  basis? 

1)  Yes 

^2)  No 

^3)  Don't  know 
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IF  YOU  ARE  "NONDEPLOYABLE"  (YOU  CHECKED  #4  ON  QUESTION  #1),  SKIP  TO 
QUESTION  #10, 


6,  How  well  do  you  think  the  enlisted  men  in  you  ■ 'ny  will  do 
their  Jobs  during  REFORGER?  (Jobs  other  'efense  and 

housekeeping  Jobs.) 

1)  Excellent 

2 ) Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

6)  Don't  know 


How  well  do  you  think  the  enlisted  women  In  your  company  will  do 
their  Jobs  during  REFORGER?  (Jobs  other  than  unit  defense  and 
housekeeping  Jobs.) 

0)  There  are  no  women  in  my  company. 

1)  Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


8.  How  well  do  you  think  the  enlisted  men  in  your  company  will  do 
their  unit  defense  and  housekeeping  jobs  during  REFORGER?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp • ) 

1)  Excellent 

^2)  Good 

3)  Fair 

^4)  Poor 

^5)  Very  poor 

^6)  Don't  know 


How  well  do  you  think  the  enlisted  women  In  your  company  will  do 
their  unit  defense  and  housekeeping  Jobs  during  REFORGBR?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp . ) 

0)  There  are  no  enlisted  women  In  my  company. 

1 ) Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

^6)  Don't  know 


A-79 


10.  Since  you  first  came  Into  the  Army*  approximately  how  many  unit 
training  exercises  of  different  types  have  you  taken  part  in? 
(For  xample,  ARTEP's,  CPX's,  ORTT's,  FTX's) 

1)  One 

2)  Two  or  three 

3)  Four  or  five 

^4)  Six  or  more  (How  many?  ) 


11.  During  the  past  year,  how  often  have  you  worked  with  enlisted 
women  soldiers? 

1)  Never 

2)  About  once  during  the  year 

3)  About  once  every  six  months 

4)  About  once  a month 

5)  About  once  a week 

6)  About  once  a day 

7)  Every  day,  all  day  long 


12.  How  would  you  rate  the  leadership  of  the  other  company  officers 
during  the  past  year? 

1)  Excellent 

^2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 

13.  How  would  you  rate  the  leadership  of  your  company  MCO's  during  tile 
past  year? 

1 ) Excellent 

2)  Good 
^3)  Fair 

4)  Poor 

5)  Very  poor 


14.  In  general,  do  the  male  NCO's  in  your  company  treat 
enlisted  soldiers  differently? 

. 1)  Yes 

2)  No 

^3)  Don't  know 
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15.  In  what  ways  do  nale  HCO'a  treat  men  and  women  enlisted  soldiers 
differently?  Check  as  many  aa  apply.  (Skip  to  the  next  question, 
if  you  answered  '*llo'*  or  "Don't  know"  to  question  #14.) 

1)  Hore  privileges  to  women 

2)  Assignment  of  easier  tssks  to  mmen 

3)  More  on-the-job  help  for  mmen 

4)  More  attention  to  personal  problems  of  women 

5)  Hore  obscene  language  around  men 

6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Other  (Specify:  ) 

16.  In  general,  do  male  officers  in  your  company  treat  men  add  women 
enlisted  soldiers  differently? 

1)  Yea 

2)  Mo 

3)  Don't  know 

17.  In'what  ways  do  male  officers  treat  men  and  woven  enlisted  soldiers 
differently?  (Skip  to  the  next  question,  if  you  answered  "No"  or 
"Don't  know"  to  question  #16.) 


_1)  More  privileges  for  women 

Jl)  Assignment  of  easier  tasks  to  women 

_3)  More  on-the-Job  help  for  women 

_4)  More  attention  to  personal  problems  of  women 

_5)  More  obscene  language  around  men 

_6)  Harsher  discipline  for  men 

_7)  More  discipline  for  men 

_8)  Ocher  (Specify: 


18.  What  do  you  think  of  REFORGER  (being  in  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform  in  a 
wartime  mission? 


^1)  Excellent 

2)  Good 

^3)  Pair 

4)  Poor 

^5)  Very  poor 

19.  What  do  you  think  of  REFORGER  (being  in  the  field  over  a long  period 
of  time)  as  a way  of  finding  out  how  units  with  women  can  perform  in 
a wartime  mission? 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
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If  women  were  allowed  to  go  Into  combat,  what  do  you  think  most 
enlisted  women  In  your  company  would  do  about  going  Into  combat  In 
a wartime  situation? 

0)  There  are  no  women  In  my  company, 

1)  They  would  do  almost  anything -to  get  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whetherv they  go. 

4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going 
^5)  They  would  do  almost  anything  to  keep  from  going. 


What  do  you  think  most  enlisted  men  In  your  company  would  do  about 
going  Into  combat  In  a wartime  situation? 

1)  They  would  do  almost  anything  to  go. 

^2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

^4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going 

^5)  They  would  do  almost  anything  to  keep  from  going. 


What  do  you  think  you  yourself  would  do  about  going  Into  combat  In 
a wartime  situation? 

1)  I would  do  almost  anything  to  get  to  go. 

2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  I wouldn't  care  one  way  or  the  other  whether  I go. 

^4)  I wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

^5)  I would  do  almost  anything  to  keep  from  going. 


Whom  would  you  rather  depend  on  to  get  a job  done  on  post? 

1)  a woman 

2 ) a man 

^3)  either 


Whom  would  you  rather  depend  on  to  get  a Job  done  on  REFORGER? 

1 ) a woman 

2 ) a man 
^3)  either 


If  tromen  were  allowed  to  go. Into  combat,  whom  would  you  rather  depend 
on  to  get  a job  done  In  combat? 

1 ) a woman 

2)  a man 
3)  either 


26.  If  women  were  allowed  to  go  Into  combat  and  If  you  were  in  a tough 
situation  during  combat,  whom  would  you  rather  depend  on  to  help  you 
out  of  It? 

1 ) a woman 

2)  a man 

3)  either 

27.  Who  have  a better  chance  of  getting  time  off  for  personal  problems? 

1)  Enlisted  men 

2)  Enlisted  womet; 

3)  No  difference 


28.  Who  go  on  sick  call  more  often? 

1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


29.  During  a normal  work  week,  who  work  the  most  hours? 

1 ) Enlisted  men 

2)  Enlisted  wom^n 
3)  No  difference 


30.  Do  enlisted  women  try  to  get  out  of  work  by  getting  pregnant? 

1)  Yes 

^2)  No 

3)  Don't  know 


Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
about  them? 

31.  Women  NCO's  will  not  get  much  respect  from  the  men  in  their  units. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 
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32.  Women  would  make  just  as  good  frontline  soldiers  as  men  If  they 
were  given  the  same  kind  of  training. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 
^5)  Strongly  disagree 

33.  If  women  were  assigned  to  combat  jobs,  the  Army  would: 

1 ) become  more  effective. 

2)  remain  just  as  effective. 

3)  become  less  effective. 


34.  Women  don't  make  good  bosses  at  work. 

1 ) Strongly  agree 

2)  Some%fhat  agree 

3)  No  opinion  at  all 
^4)  Somewhat  disagree 

5)  Strongly  disagree 

35.  Women  should  be  InclVided  In  space  missions. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 


36.  The  Army's  mission  Is  best  carried  out: 

1 ) by  men  only. 

2)  mostly  by  men  with  some  women  In  support  roles. 

3)  mostly  by  men  with  some  women  In  combat  as  well  as  support 
roles. 

4)  equally  by  m^n  and  women 

5)  mostly  by  %iomen. 


37.  If  a greater  number  of  women  were  placed  In  command  positions,  the 
effectiveness  of  the  Army: 

1 ) would  Increase. 

2)  would  decrease. 

3)  would  not  change. 
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38.  Women  commanders  will  not  get  much  respect  from  the  men  In  their 
units . 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 
5)  Strongly  disagree 


39.  This  question  asks  your  opinion  about  the  factors  which  affect  the 
ability  of  a company  to  accomplish  its  combat  mission  In  close 
support  of  a division  on  the  battlefield.  The  question  concerns 
the  company's  underlying  ability  to  perform  In  general-— not  how 
well  the  company  happens  to  perform  In  a particular  field  exercise 
(such  as  REFORGER  77).  Five  factors  are  listed  below  (plus  an 
"other"  category).  Your  relative  weighting  of  these  five  factors 
should  add  to  100.  Review  the  list  and  decide  how  much  each 
factor  affects  the  ability  of  a company  to  perform  Its  mission. 
Next  to  each  factor,  enter  the  number  of  points  (from  0 to  100) 
Indicating  the  percentage  of  a company's  ability  that  you  think 
Is  affected  by  that  factor. 


FACTORS  CONTRIBUTING  TO  THE  ABILITY 
OF  A COMPANY  TO  CARRY  OUT  ITS  MISSION 

Factor 

leadership I 

morale I 

personal  turbulence  X 

training  Z 

percentage  of  women X 

other  (what  Is  It?);  I 

TOTAL  lOOX 
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Background  Information 


40.  What  unit  will  you  be  with  during  REFORGER?  (Omit  this  item  If  you 
are  nondeployable. ) 


12l8t  Signal  Battalion 

1 ) Headquarters  and 

___  Headquarters  Company 

2 ) Company  A 

3 ) Company  B 
^4 ) Company  C 

lot  Medical  Battalion 

^5)  Headquarters  and 

A Company 
^6)  Company  C 


1st  S&T  Battalion 

7)  Headquarters  and 

Headquarters  Company 

8 ) Company  A 

^9)  Company  B 


701st  Maintenance  Battalion 

10)  Headquarters  and  Llg)it 

Company 
1 1 ) Company  B 
12)  Company  D 


385th  Military  Police  Battalion 

13)  Headquarters  and 

Headquarters  Detachment 

14)  Company  A 

15)  Company  B 

16)  Company  C 


793rd  Military  Police  Battalion 

17)  Headquarters  and 

Headquarters  Detachment 

18)  Company  A 

19)  Company  B 
20)  Company  C 


Other  Military  Police  Units 


_21)  1st  MP  Company 
_22)  Ist  MP  Forward 
_23)  3rd  MP  Company 
_24)  Platoon.  4th  MP  Cbmpany 
’25)  noth  MP  Platoon 
26)  545th  MP  Platoon 


41.  When  did  you  Join  this  unit? 


(year) 


(month) 


42.  Question  40  asked  you  which  unit  you  are  going  with  on  REFORGER. 
If  that  unit  is  not  the  one  you  are  assigned  to,  write  the 
designation  of  the  unit  to  which  you  are  assigned 
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A3.  Did  you  have  a tour  of  duty  in  Vietnam? 


1 ) Yea 

2)  No 


44.  If  you  had  a tour  of  duty  in  Vietnam,  were  you  ever  under 

enemy  fire?  (If  you  answered  NO  to  #43  skip  this  question.) 

1)  Yes 

2)  No 


45.  What  is  the  highest  educational  diploma  or  degree  you  have 
received? 

1)  No  high  school  diploma  or  C. E.D. 

^2)  G.E.D. 

3)  High  school  diploma 

^4)  Associate's  degree 

^5)  Bachelor's  degree 

6)  Graduate  or  professional  degree 


46,  What  is  your  sex? 

1)  Male 

2)  Female 


47.  What  is  your  present  paygrade? 

1)  01  5)  WOl 

2)  02  ^6)  W02 

3)  03  7)  W03 

^4)  04  ^8)  W04 

48.  Which  of  Che  following  best  describes  your  plans  for  making  the 
Army  a career  for  twenty  or  more  years? 

1 ) DEFINITELY  will  seek  a career  in  the  Army 

2)  PROBABLY  will  seek  a career  in  the  Army 

3)  UNDECIDED  about  a career  in  the  Army 

4)  PROBABLY  will  NOT  seek  a career  in  the  Army 

5 ) DEFINITELY  will  NOT  seek  a career  in  the  Army 
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ARI  - REFORGER  77  OFFICER  QUESTIONNAIRE  - FORM  B - 0 


1.  AUTHOMITV 

10  use  Sec  4503 


2.  PeiNcirAL  PuRPOscisi 

The  data  collected  with  the  attached  form  are  to  be  used  for  reaearch 
purposes  only. 


3.  MOuriNE  USES 

This  Is  an  experimental  personnel  data  collection  form  developed  by 
the  U.S.  Army  Research  Institute  for  the  Behavioral  and  Social  Sciences 
pursuant  to  Its  research  mission  as  prescribed  In  AR  70-1.  When  Identifiers 
(name  or  Social  Security  Number)  are  requested  they  are  to  be  used  for 
administrative  and  statistical  control  purposes  only.  Full  confidentiality 
of  the  responses  will  be  maintained  In  the  processing  of  these  data. 


4.  MANOATOMV  ON  VOLUNTANV  OlSCLOSUNE  AND  lAPICT  ON  INOIVIOUAL  NOT  PNOVIDINO  INPONMATION 

Your  participation  In  this  research  Is  strictly  voluntary.  Individuals  are 
encouraged  to  provide  complete  and  accurate  Information  In  the  Interests  of 
the  research,  but  there  will  be  no  effect  on  Individuals  for  not  providing 
all  or  any  part  of  the  Information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  individual  If  so  desired. 


FORM 


Privasy  Act  Sutwwwt  • M Sip  75 


ARI  - REFORGER  77 
OFFICER  QUESTIONNAIRE  - FORM  B - 0 


Instructions 


The  Department  of  the  Army  is  conducting  research  on  Women  in  Che 
Army.  One  aspect  of  the  research  concerns  attitudes  toward  women  in  Che 
Army  and  women  soldiers  in  a field  situation  such  as  REFORGER  77. 

Most  of  you  helped  in  this  research  effort  before  you  «rent  on 
REFORGER  77.  This  questionnaire  is  similar  to  the  one  you  filled  out 
then.  Your  answers  will  be  used  for  research  purposes  only  and  will  not 
be  associated  with  you  individually.  The  purpose  of  asking  personal 
questions,  such  as  the  amount  of  education  you  have,  is  to  find  out  how 
different  groups  of  officers  answer  the  opinion  questions. 

Most  questions  provide  you  %^Ch  a list  of  possible  answers.  Please 
check  your  answer  In  Che  space  provided. 

Example: 


1.  Did  you  participate  in  REFORGER  77? 

1)  Yes 
^2)  No 


Some  questions  require  you  to  write  your  answer  in  the  space  provided. 
All  questions  should  be  answered  directly  on  the  questionnaire.  Feel 
free  to  write  comments  about  any  of  your  answers  in  the  margins  or 
other  spaces. 


Thank  you  for  filling  out  Che  questionnaire. 
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1.  How  long  were  you  on  REFORGER  77? 


1) 

2) 

3) 

4) 

5) 


Entire  time. 

Missed  one  day. 

Missed  two  or  three  days. 
Missed  four  or  more  days. 
Didn't  go  on  REFORGER  77. 


2.  Do  you  think  the  deployment  decision  in  your  case  was  fair;  that  is, 
was  it  the  same  for  you  as  for  others  like  you? 


1)  Yes 

2)  No 

3)  Don't  know 


3.  How  much  did  you  want  to  go  on  REFORGER  77? 


1) 

2) 

.3) 

4) 

5) 

6) 

7) 


Would  have  done  almost  anything  to  avoid  going. 

Made  an  effort  to  avoid  going. 

Would  have  preferred  not  to  go,  but  didn't  make  an  effort  to 
avoid  going. 

No  opinion  - Didn't  care  at  all. 

Preferred  to  go,  but  didn't  make  an  effort  to  go. 

Would  make  an  effort  to  go. 

Would  have  done  almost  anything  to  go. 


4.  If  you  didn't  want  to  go  on  REFORGER  77,  why  not?  (If  you  wanted  to 
go,  skip  this  question.) 

Medical  problem 
Pregnant  wife 
Family  problem 
Financial  problem 
Legal  problem 
Part-time  Job 

Personal  relationships  (other  than  family) 

Problems  with  personal  property 
Don't  like  Army 
Don't  like  REFORGER  77 

Other  (Specify;  ) 

5.  Do  you  think  that  decisions  about  sending  women  and  men  on  REFORGER  77 
were  made  on  the  same  basis? 

1)  Yes 

2)  No 

3)  Don't  know 


1) 

_2) 

3) 

4) 

5) 

3) 

7) 

8) 

9) 

10) 

11) 


1 


I 

i 

i 
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6.  How  well  do  you  think  most  enlisted  men  In  you  company  did 

their  Jobs  during  REFORGER  77?  (Jobs  other  than  unit  defense  and 
housekeeping  Jobs.) 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


7.  How  well  do  you  think  most  enlisted  women  In  your  company  did 

their  Jobs  during  REFORGER  77?  (Jobs  other  than  unit  defense  and 
housekeeping  Jobs.) 

0)  There  were  no  women  In  my  company. 

1)  Excellent 

2)  Good 

^3)  Fair 

^4)  Poor 

5)  Very  poor 
^6)  Don't  know 


6.  How  well  do  you  think  most  enlisted  men  in  your  company  did  their 
unit  defense  and  housekeeping  Jobs  during  REFORGER  77?  (Jobs  such 
as  perimeter  defense,  road  marches,  setting  up  and  breaking 

camp.) 

1 ) Excellent 

2)  Good 

3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


9.  How  well  do  you  think  most  enlisted  women  In  your  company  did 

their  unit  defense  and  housekeeping  Jobs  during  REFORGER  77?  (Jobs 
such  as  perimeter  defense,  road  marches,  setting  up  and  breaking 
camp.) 

0)  There  were  no  enlisted  women  In  my  company. 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 
^6)  Don't  know 


s 
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. since  you  first  came  into  the  Army,  approximately  how  many  unit 
training  exercises  of  different  types  have  you  taken  part  in? 

(For  example,  ARTEP's,  CPX's,  ORTT's,  FTX's,  including  REFORGER.) 

1)  One 

2)  Two  or  three 
^3)  Four  or  five 

4)  Six  or  more  (How  many?  ) 


11.  During  REFORGER  77,  how  often  did  you  «iork  with  enlisted 
women  soldiers? 

1)  Never 

2)  Once 

^3)  About  two  or  three  times 

4)  About  four  or  five  times 

5)  About  six  to  eight  times 

6)  Every  day,  or  almost  every  day 


12.  How  would  you  rate  the  leadership  of  your  company  officers 
' during  REFORGER  77? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 
5^  Very  poor 


13.  How  would  you  rate  the  leadership  of  your  company  NCO's  during 
REFORGER  77? 

1)  Excellent 

^2)  Good 

^3)  Fair 

4)  Poor 

^5)  Very  poor 


14.  In  general,  did  the  male  NCO's  in  your  company  treat  men  and  women 
enlisted  soldiers  differently  during  REFORGER  77? 

1)  Yes 

2)  No 

3)  Don't  know 
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15.  In  %ihat  wya  did  male  NCO's  treat  men  and  women  enlisted  soldiers 
differently  during  REFORGER  777  Check  as  mnny  as  apply.  (Skip  to 
the  next  question.  If  you  answered  "No"  or  "Don't  know"  to  question 
14.) 

1)  Hore  privileges  for  women 

2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-job  help  for  wmen 

U)  More  attention  to  personal  problems  of  women 

5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Other  (Specify;  ) 


16.  In  general,  did  male  officers  In  your  company  treat  men  and  «R>men 
enlisted  soldiers  differently  during  REFORGER  77? 

1)  Yes 

2)  No 

3)  Don't  know 


17.  In  what  ways  did  male  officers  treat  men  and  women  enlisted  soldiers 
differently  during  REFORGER  777  (Skip  to  the  next  question,  if  you 
answered  "No"  or  "Don't  know"  to  question  16.) 

1 ) More  privileges  for  women 

2)  Assignment  of  easier  tasks  to  women 

3)  More  on-the-job  help  for  women 

4)  More  attention  to  personal  problems  of  women 

5)  More  obscene  language  around  men 

6)  Harsher  discipline  for  men 

7)  More  discipline  for  men 

8)  Other  (Specify;  ) 


18.  What  do  you  think  of  REFORGER  77  (being  in  the  field  over  a long 

period  of  time)  as  a way  of  finding  out  how  the  US  Army  can  perform 
In  a wartime  mission? 

1)  Excellent 

2)  Good 

^3)  Fair 

4)  Poor 

5)  Very  poor 


19.  What  do  you  think  of  REFORGER  77  (being  In  the  field  over  a long 
period  of  time)  as  a way  of  finding  out  how  units  with  women  can 
perform  in  a wartime  mission? 

1)  Excellent 

1)  Good 

^3)  Fair 

4)  Poor 

^5)  Very  poor 


20.  If  women  were  allowed  to  go  Into  combat,  what  do  you  think  most 

enlisted  women  In  your  company  would  do  about  going  Into  combat  In 
a wartime  situation? 

^0)  There  are  no  women  In  my  company. 

1)  They  would  do  almost  anything  to  get  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

4 ) They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of 
going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


21.  What  do  you  think  most  enlisted  men  in  your  company  would  do  about 
going  Into  combat  In  a wartime  situation? 

1 )  They  would  do  almost  anything  to  go. 

2)  They  would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

^3)  They  wouldn't  care  one  way  or  the  other  whether  they  go. 

^4)  They  wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of 

going. 

5)  They  would  do  almost  anything  to  keep  from  going. 


22.  What  do  you  think  you  yourself  would  do  about  going  into  combat  In 
a wartime  situation? 

1 ) I would  do  almost  anything  to  get  to  go, 

2)  I would  want  to  go,  but  wouldn't  do  anything  to  get  to  go. 

3)  I wouldn't  care  one  way  or  the  other  whether  1 go. 

4)  I wouldn't  want  to  go,  but  wouldn't  try  to  get  out  of  going. 

5 ) I would  do  almost  anything  to  keep  from  going. 


23.  Whom  would  you  rather  depend  on  to  get  a Job  done  on  post? 

1 ) a woman 

2)  a man 
3)  either 
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24, 


Whoa  would  you  t'other  depend  on  to  get  a job  done  during  a field 
exerclae  such  as  REFORGER  77? 


1)  a WDBun 
_2)  a man 
3)  either 


25.  If  women  were  allomd  to  go  Into  combat,  %)hom  would  you  rather 
depend  on  to  get  a job  done  in  combat? 

1)  a woman 

2)  a man 
^3)  either 


26,  If  women  were  allowed  to  go  Into  combat  and  If  you  were  in  a tough 
situation  during  combat,  whom  would  you  rather  depend  on  to  help  you 
out  of  It? 

1)  a woman 

2)  a man 

3)  either 


27,  Who  had  a better  chance  of  getting  time  off  for  personal  problems 
during  REFORGER  77? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


28,  Who  went  on  sick  call  more  often  during  REFORGER  77? 


(1 


^1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


29*  During  REFORGER  77,  who  worked  the  most  hours? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


I 
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30.  During  REFORGER  77,  %rho  did  more  things  to  get  out  of  iiork? 


1)  Enlisted  men 

2)  Enlisted  women 

3)  No  difference 


Here  are  some  statements  others  have  made  about  women.  How  do  you  feel 
» about  them? 

31.  Women  NCO's  will  not  get  much  respect  from  the  men  In  their  units. 

, 1)  Strongly  agree 

2)  Somewhat  agree  ' 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 


32.  Women  would  make  Just  as  good  frontline  soldiers  as  men  If  they 
were  given  the  same  kind  of  training. 

1 ) Strongly  agree 

2)  Some«diat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  dlsag|[ee 


33.  If  women  were  assigned  to  combat  Jobs,^  the  Army  would: 


_1)  become  more  effective. 

2)  remain  just  as  effective. 

3)  become  less  effective* 


34.  Women  don't  make  good  bosses  at  work. 


t 

I 

1 


_1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 


35.  Women  should  be  Included  In  space  missions. 

1)  Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all. 

4)  Somewhat  disagree 

5)  Strongly  disagree 
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36.  The  Army's  mission  Is  best  carried  out: 

1 ) by  men  only. 

2)  mostly  by  men  with  some  women  In  support  roles. 

3)  mostly  by  men  with  some  women  In  combat  as  well  as  support 
roles. 

4)  equally  by  men  and  women. 

5)  mostly  by  women. 

37.  If  a greater  number  of  women  were  placed  In  command  positions,  the 
effectiveness  of  the  Army: 

1)  would  Increase. 

2 ) would  decrease. 

3)  would  not  change. 

38.  Women  commanders  will  not  get  much  respect  from  the  men  in  their 
units. 

1 ) Strongly  agree 

2)  Somewhat  agree 

3)  No  opinion  at  all 

4)  Somewhat  disagree 

5)  Strongly  disagree 

39.  This  question  asks  your  opinion  about  the  factors  which  affect  the 
ability  of  a company  to  accomplish  its  combat  mission  in  close 
support  of  a division  on  the  battlefield.  The  question  concerns 
the  company's  underlying  ability  to  perform  in  general  - not  how 
well  the  company  happens  to  perform  in  a particular  field  exercise 
(such  as  REFORGER  77).  Five  factors  are  listed  below  (plus  an 
"other"  category).  Your  relative  weighting  of  these  five  factors 
should  add  to  100.  Review  the  list  and  decide  how  much  each 
factor  affects  the  ability  of  a company  to  perform  its  mission. 
Next  to  each  factor,  enter  the  number  of  points  (from  0 to  100) 
indicating  the  percentage  of  a company's  ability  that  you  think 

is  explained  by  that  factor. 

FACTORS  CONTRIBUTING  TO  THE  ABILITY 
OF  A COMPANY  TO  CARRY  OUT  ITS  COMBAT  MISSION 


Factor 


leadership  X 

morale  X 

personal  turbulence  . X 

training ^X 

percentage  of  women . X 

other  (what  is  it?):  . . . . X 
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TOTAL 


lOOX 


AO.  In  general,  how  did  Che  performance  of  women  soldiers  compare  with 

Che  performance  of  men  soldiers  during  REFORGER  77? 

0)  I had  no  opportunity  to  observe  the  performance  of  women 

soldiers. 

1 ) The  men  and  women  soldiers  generally  performed  at  about  the 

same  level. 

_2)  The  women  soldiers  generally  performed  better  than  the  men 

soldiers. 

3)  The  men  soldiers  generally  performed  better  than  the  women 

soldiers. 


Questions  41>A3  ask  whether  the  stress  and  fatigue  resulting  from 
REFORGER  77  Impaired  the  performance  of  some  soldiers  more  Chan  others 
during  three  different  periods  of  time: 


Al.  During  the  first  three  days  of  the  field  exercise: 

1)  the  performance  of  the  women  soldiers  deteriorated  more  than 

that  of  Che  men  soldiers. 

2)  the  performance  of  the  men  soldiers  deteriorated  more  than 
that  of  the  women  soldiers. 

3)  there  was  no  difference  In  performance  between  the  men  and 
women  soldiers. 

A)  don't  know  whether  there  was  a difference. 


A2.  During  the  middle  five  days  of  the  field  exercise: 

1)  the  performance  of  the  women  soldiers  deteriorated  more  than 

that  of  Che  men  soldiers. 

2)  the  performance  of  Che  men  soldiers  deteriorated  more  than 

Chat  of  the  women  soldiers. 

3)  there  was  no  difference  In  performance  between  the  men  and 

women  soldiers. 

^A)  don't  know  whether  there  was  a difference. 
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43.  During  the  last  three  days  of  the  field  exercise: 

1 ) the  performance  of  the  women  soldiers  deteriorated  more  thad 
that  of  the  men  soldiers. 

2)  the  performance  of  the  men  soldiers  deteriorated  more  than 
that  of  the  women  soldiers. 

3)  there  was  no  difference  In  performance  between  the  men  and 
women  soldiers. 

^4)  don't  know  vdiether  there  was  a difference. 

44.  Did  any  units  within  your  company  fall  to  accomplish  a REFORGER  77 
task  because  of  too  many  women  In  the  unit?  (If  your  answer  Is 
"No,"  skip  to  question  51). 

0)  No 

1)  Yes,  once  or  t%rlce 

2)  Yes,  three  or  four  times 

3)  Yes,  five  or  more  times 


Questions  45  through  50  refer  to  your  answer  to  question  44. 

45.  If  failures  to  perform  a task  occurred  during  REFORGER  77,  how  often 
did  each  of  these  causes  apply: 

1)  tlme(s)  because  the  task  required  more  strength  than  the  women 
had. 

2)  ^tlme(s)  because  the  required  tasks  were  not  suitable  for  women 

for  reasons  other  than  strength. 

3)  time(s)  because  the  women  soldiers  Involved  hadn't  received 
appropriate  training. 

4)  tlme(s)  because  the  supervisor  didn't  know  how  to  supervise 
women. 

5)  tlme(s)  because  the  men  and  women  soldiers  didn't  work  well 
together. 

6)  tlme(s)  for  other  reesonCs).  (Specify: 


.) 
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Choose  the  most  serious  failure  that  occurred  because  there  were  too  many 
women  In  the  unit  and  refer  to  this  incident  in  answering  questions  46-50. 

46.  How  many  soldiers  were  in  this  unit? 

* There  were men  in  this  unit. 

There  were women  in  this  unit. 


47.  Of  those  who  were  critical  to  the  failure, 

_____  were  men. 

%iere  women. 


48.  VIhat  were  the  MOS  of  those  men  soldiers  who  vere  critical  to  the 
failure?  Please  list: 


49.  What  were  the  MOS  of  those  women  soldiers  who  were  critical  to  the 
failure?  Please  list: 


SO.  Which  of  the  following  were  true  with  respect  to  the  most  serious 
failure?  (Check  as  many  as  apply.) 

1)  The  task  required  more  strength  than  the  women  had. 

2)  The  task  was  not  suitable  for  women  for  reasons  other  than 
strength. 

3)  The  women  soldiers  involved  hadn't  received  appropriate 
training. 

4)  The  supervisor  didn't  know  how  to  supervise  women. 

^5)  The  men  and  women  soldiers  didn't  work  well  together. 

6)  Other  (specify;  ) 
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Background  Information 

51.  What  unit  were  you  with  during  REFORGER  77? 


I21at  Signal  Battalion 


793rd  Military  Police  Battalioh 


1)  Headquarters  and 
Headquarters  Company 

2 ) Company  'A 

3 ) Company  B 

4 ) Company  C 


17)  Headquarters  and 
Headquarters  Detachment 

18)  Company  A 

19)  Company  B 

20)  Company  C 


1st  Medical  Battalion 

5)  Headquarters  and 
A Company 

6 ) Company  C 


1st  S&T  Battalion 

. 7)  Headquarters  and 

Headquarters  Company 

8)  Company  A 

9)  Company  B 


Other  Military  Police  Units 

21 ) 1st  MP  Company 

22)  1st  MP  Forward 

23)  3rd  MP  Company 

24)  Platoon,  4th  MP 

Company 

^25)  noth  MP  Platoon 

26)  545th  MP  Platoon 


3rd  S&T  Battalion 


27)  Headquarters  and 
Headquarters  Company 

28)  Company  A 

29)  Company  B 


70l8t  Maintenance  Battalion 


Ist  Maintenance  Battalion 


10)  Headquarters  and  Light 
Company 

11)  Company  B 

12)  Company  D 


385th  Military  Police  Battalion 


30)  Headquarters  and 
Headquarters  Company 

31)  22nd  Maintenance  Co 

32)  78th  Maintenance  Co 

33)  124th  Maintenance  Co 

34)  586th  Maintenance  Co 


13)  Headquarters  and 
Headquarters  Detachment' 

14)  194th  Military  Police  Company 

15)  218th  Military  Police  Company 

16)  300th  Military  Police  Company 

35)  554th  Military  Police  Company 

Note: ^ If  your  company  Is  not  In  this  list,  write  the  complete 
name  of  your  company  here; 


I 
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52.  When  did  you  Join  this  unit? 


(year)  (month) 

53.  Question  51  asked  you  which  unit  you  were  with  on  REFORGER  77.  If 
that  unit  is  not  one  you  are  assigned  to,  %n:lte  the  designation 
of  the  unit  to  which  you  are  assigned: 


54.  Did  you  serve  a tour  In  Vietnam? 

1)  Yes 

^2)  No  (If  “No,"  skip  to  question  57). 


55.  Which  of  the  following  experiences.  If  any,  did  you  have  in  Vietnam? 

1 ) Engaging  the  enemy  In  combat 

^2)  Providing 'support  to  combat  units 

3)  Both  of  these 
^4)  Neither  of  these 


56.  What  kind  of  unit  were  you  assigned  to?  Check  as  many  as  apply. 

1 ) Combat 

2)  Combat  support 

3)  Combat  service  support 

^4)  TDA  unit 

^5)  More  than  one  of  these 


57.  What  is  the  highest  educational  diploma  or  degree  you  have  received? 


1)  No  high  school  diploma  or  G. E.D. 

2)  G.E.D. 

3)  High  school  diploma 

4)  Associate's  degree 
,5)  Bachelor's  degree 

6)  Graduate  or  professional  degree 


58.  What  Is  your  sex? 

1)  Male 

2),  Female 
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What  is 

your 

present  paygrade? 

1) 

01 

7) 

WOl 

2) 

02 

8) 

W02 

3) 

03 

9) 

W03 

4) 

04 

10) 

W04 

5) 

05 

6) 

06 

60.  Which  of  the  following  best  describes  your  plans  for  mair-iwg  the  Army 
a career  for  20  or  more  years? 

1)  DEFINITELY  will  seek  a career  in  the  Army 

2)  PROBABLY  will  seek  a career  in  the  Army 

3)  UNDECIDED  about  a career  in  the  Army 

4)  PROBABLY  will  NOT  seek  a career  in  the  Army 
^5)  DEFINITELY  will  NOT  seek  a career  in  the  Army 


A-104 


77:5168d 


ARI  - REFORGER  77 
SUPPLEMENTAL  QUESTIONNAIRE 

3f®  SLFPLY  & TRANSPORTATION  BATTALION 
COMPANY  A 


tiTCrSTTOSO 

FT  S168g,  ARI 

1.  AUTHONITV 


DATA  REQUIRED  BY  THE  PRIVACY  ACT  OF  1974 


REFORCER  77 


IS  u.s.c.  SSUl 

Supplemental  Qxiestlonnalre 


PRESCRIBING  DIRECTIVE 

AR  70-1 


10  use  Sec  4503 

2.  RNINCIPAI.  PURPOSE(S) 

I 


The  data  collected  with  the  attached  form  are  to  be  used  for  research 
purposes  only. 


i 


3.  ROUTINE  USES 


This  Is  an  experimental  personnel  data  collection  form  developed  by 
the  U.S.  Army  Research  Institute  for  the  Behavioral  and  Social  Sc.’ winces 
pursuant  to  Its  research  mission  as  prescribed  In  AR  70-1.  When  Identifiers 
(name  or  Social  Security  Number)  are  requested  they  are  to  be  used  for 
administrative  and  statistical  control  purposes  only.  Full  confidentiality 
of  the  responses  will  be  maintained  in  the  processing  of  these  data.  • 


i 


i- 


4.  MANDATORY  OR  VOLUNTARY  OISCLOSURE  AND  EFFECT  ON  INDIVIDUAL  NOT  PROVIDING  INFORMATION 

Your  participation  In  this  research  is  strictly  voluntary.  Individuals  are 
encouraged  to  provide  complete  and  accurate  Information  in  the  Interests  of 
the  research,  but  there  will  be  no  effect  on  Individuals  for  not  providing 
all  or  any  part  of  the  Information.  This  notice  may  be  detached  from  the 
rest  of  the  form  and  retained  by  the  Individual  if  so  desired. 

FORM  PfiTEcy  ActStatiiTiEWt.29  8Ep7B  ) 

DA  Four  436B-R,  1 MtflS  A-106 

I 

i 


3rd  Supply  & Transportation  Battalion 
Company  A 


The  MTOE  for  your  company  authorizes  120  soldiers  El  to  E5.  The  table  below 
shows  the  MOS's  and  the  authorized  number  of  soldiers  In  each  MOS.  Assume  there 
must  be  exactly  12  WOMEN -soldiers  in  the  company.  Show  below  how  you  would 
allocate  these  women — i.e.,  what  MOS's  you  would  like  them  to  have  and  how  many 
In  each  MOS — during  a field  exercise  such  as  REFORGER  77.  (Do  not  exceed  the 
authorized  number  of  soldiers  for  each  MOS.) 

No.  Authorized  No.  of 


MOS 

Title 

■for  Company 

Women 

36K 

Tactical  Wire  Operations  Specialist 

1 

— 

S2B 

Power  Generation  Equipment  Operator/Mechanic 

3 

— 

62M 

Rough  Terrain  Forklift  and  Loader  Operator 

4 

— 

63B 

Wheel  Vehicle  Mechanic 

5 

. 

63C 

Track  Vehicle  Mechanic 

2 

1 

— 

63J 

Quartermaster  Equipment  Repairman 

2 



64C 

Motor  Transport  Operator 

1 

— 

71B 

Clerk-Typist 

1 

— 

75B 

Unit-Clerk 

1 

— 

76D 

Materiel  Supplyman 

17 

— 

76V 

Storage  Supplyman 

13 

— 

76W 

Petroleum  Supply  Specialist 

14 

— 

76X 

Subsistence  Supplyman 

18 

— 

76Y 

Unit/Organization  Supplyman 

37 

— 

92C 

Petroleum  Laboratory  Specialist 

1 

Total  “ 120 

Total  “12  Women 
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1.  Bow  many  enlisted  soldiers  were  under  your  general  supervision 
during  REFORGER  77? 

Nunber  ■ 

2.  How  nany  enlisted  soldiers  did  you  directly  supervise  during 
REFORGER  77? 

Nufld>er  ■ 


If  you  are  a Commissioned  Officer,  answer  question  3. 

If  you  are  a Noncommissioned  Officer,  answer  question  4. 
If  you  are  a Warrant  Officer,  go  directly  to  oage  3. 


Conwi-issloned  Officers  only; 

Here  you  a commander,  executive  officer  or  platoon  leader 
during  REFORGER  77? 

1)  Yes 

2)  No 


4.  Noncommissioned  Officers  only; 

Here  you  a sergeant  major,  first  sergeant  or  platoon  sergeant 
during  REFORGER  77? 

1)  Yes 

^2)  No 


Now  complete  the  following  pages. 
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ARI  > REFORGER  77 
SUPPLEMENTAL  QUESTIONNAIRE 


Instructions  I 

— 


This  questionnaire  Is  a supplement  to  the  Officer  or  NCO 
Questionnaire  you  have  Just  completed. 


PLEASE  COPY  THE  BOOKLET  NUMBER  FROM  THE  TITLE  PAGE  OF  YOUR 
OFFICER  OR  NCO  QUESTIONNAIRE  INTO  THE  BOX  IN  THE  UPPER'  RIGHT 
HAND  CORNER  OF  THIS  SUPPLEMENTAL  QUESTIONNAIRE.  CHECK  THAT 
YOU  HAVE  COPIED  THE  NUMBER  CORRECTLY. 


This  number  is  needed  so  your  answers  from  the  two  booklets 
can  be  combined.  The  number  will  not  be  used  to  Identify 
you  as  an  Individual. 

( 

i 

I 

i 


3rd  Supply  & Transportation  Battalion 
Conpany  A 


Now  aaswe,  for  the  same  situation,  that  there  must  be  exactly  12  MEN  soldiers. 
Show  below  how  you  would  allocate  these  men~l.e.,  what  MOS's  you  would  like  them 
to  have  and  how  many  In  each  MOS. 


No.  Authorized  No.  of 


MOS 

Title 

for  Company 

Men 

36K 

Tactical  Vlre  Operations  Specialist 

1 

52B 

Power  Generation  Equipment  Operator/Mechanic 

3 

■ - 

62M 

Rough  Terrain  Forklift  and  Loader  Operator 

4 

. 

63B 

Wheel  Vehicle  Mechanic 

5 

-■ 

63C 

Track  Vehicle  Mechanic 

2 

63J 

Quartermaster  Equipment  Repairman 

2 

____ 

64C 

Motor  Transport  Operator 

1 

— ... 

71B 

Clerk-Typist 

1 

75B 

Unit-Clerk 

1 

■ 

76D 

Materiel  Supplyman 

17 

■ -■ 

76V 

Storage  Supplyman 

13 

- -I- 

76W 

Petroleum  Supply  Specialist 

' 14 

— 

76X 

Subsistence  Supplyman 

18 

76Y 

Unit/Organization  Supplyman 

37 

— 

92C 

Petroleum  Laboratory  Specialist- 

1 

Total  - 120 


Total  d-Z  Men 


3rd  Supply  & Transportation  Battalion 
Coapany  k 


Nov  assume,  for  the  same  situation,  that  there  must  be  exactly  42  WOMEN  soldiers. 
Show  below  how  you  would  allocate  these  men. 


MOS 

Title 

Mo.  Authorized 
for  Company 

Mo.  of 

Wftwign 

36R 

Tactical  Wire  Operations  Specialist 

1 

— 

52B 

Power  Generation  Equipment  Operator/Mechanic 

3 

— 

62M 

Rough  Terrain  Forklift  and  Loader  Operator 

4 

— 

63B 

Wheel  Vehicle  Mechanic 

5 

— 

63C 

Track  Vehicle  Mechanic 

2 

— 

63J 

Quartermaster  Equipment  Repairman 

' 2 

— 

64C 

Motor  Transport  Operator 

1 

— 

71B 

Clerk-Typist 

1 

— 

75B 

Unit-Clerk 

1 

— 

76D 

Materiel  Supplyman 

17 

— 

76V 

Storage  Supplyman 

13 

— 

76W 

Petroleum  Supply  Specialist 

14 

— 

76X 

Subsistence  Supplyman 

18 

— 

76y 

Unit/Organization  Supplyman 

37 

— 

92C 

Petroleum  Laboratory  Specialist 

1 

Total  - 120  Total 

-42  Women 
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3rd  Supply  * Transportation  Battalion 
Coapany  A 


Mow  asawaa,  for  the  same  situation,  that  there  must  be  exactly  42  MEM  soldiers. 
Show  below  how  you  would  allocate  these  men. 


MOS 

Title 

Mo.  Antborlxed 
for  Company 

Mo.  of 
Men 

36K 

Tactical  Wire  Operations  Specialist 

1 

— 

S2B 

Povcr  Generation  Equipment  Operator /Mechanic 

3 

— 

62M 

Bough  Terrain  Forklift  and  Loader  Operator 

4 

— 

63B 

Wheel  Vehicle  Mechanic 

5 

— 

63C 

Track  Vehicle  Mechanic 

2 

— 

63J 

Quartermaster  Equipment  Repairman 

*2 

— 

64C 

Motor  Transport  Operator 

1 

— 

71B 

Clerk-Typist 

1 

— 

75B 

Onlt-Clerk 

1 

— 

76D 

Materiel  Supplyman 

17 

— 

76V 

Storage  Supplyman 

13 

— 

76W 

Petroleum  Supply  Specialist 

14 

— 

76X 

Subsistence  Supplyman 

18 

— 

76Y 

92C 

Dnlt/Organization  Supplyman 

Petroleum  Laboratory  Specialist 

37 

1 

Total  - 120  Total 

• 42  Men 

( 


Sxd  Svpply  & Traacportatioa  BattallM 
Caa^mof  A 


■ow  auuM,  for  the  mmm  eituetloa,  that  there  euat  be  asectly  60  WWgW  soldlera. 
Shoe  below  bow  you  wooU  allocate  these  wowen. 


Mo.  Authorised  No.  of 


MOS 

TltU 

for  Comoany 

Women 

36K 

Tactical  Mire  Operatlooa  Specialist 

1 

— 

sa 

rtmar  Gaaeratlon  Equipment  Operator /Mechanic 

3 

— 

62M 

lll~.gh  Terrain  Forklift  and  Loader  Operator 

4 

— 

63M 

Mteel  Vehicle  Mechanic 

5 

— 

63C 

Track  Vehicle  Mechenic 

2 

— 

63J 

QnarterBaater  Equipoient  Eepalrman 

2 

— 

64C 

Itotor  Transport  Operator 

1 

— 

71B 

derk-Typist 

1 

— 

7» 

Unit-Clerk 

1 

— 

76D 

Materiel  Supplyman 

17 

— 

76V 

Storage  Supplynan 

13 

— 

76H 

Fetroleun  Supply  Specialist 

14 

— 

76X 

Subsistence  Supplyman 

18 

— 

76T 

Ohlt/Organization  Supplyman 

37 

— 

92C 

Fatroleua  Laboratory  Specialist 

1 

Total  ~ 120 

Total  ■■  60  Women 
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Srd  Supply  & Transportation  Battalion 
Company  A 


Which  of  these  MOS's  present  problems  for  the  average  women  because 
of  Che  physical  requirements  of  the  Job?  Check  those  MOS's. 


36R 

Tactical  Wire  Operations  Specialist 

S2B 

Power  Generation  Equipment  Operator/Mechanic 

62M 

Rough  Terrain  Forklift  and  Loader  Operator 

63B 

Wheel  Vehicle  Mechanic 

63C 

Track  Vehicle  Mechanic 

63J 

Quartermaster  Equipment  Repairman 

(AC 

Motor  Transport  Operator 

71B 

Clerk-Typist 

75B 

Unit  Clerk 

760 

Materiel  Supplyman 

76V 

Storage  Supplyman 

76W 

Petroleum  Supply  Specialist 

76X 

Subsistence  Supplyman 

76Y 

Unit /Organization  Supplyman 

92C 

Petroleum  Laboratory  Specialist 
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SCHEDULE  1 
EEFORGER  77  - ARI 

COMPANY  DEPLOYABILITY  RECORD  (ENLISTED) 


Date 


Konch 


r 


Day 


i 


A.  iBstl ; B.  Bn:  C.  Co: 

D.  Enllatad  Personnel; 

Aaalgned  to  this  Company  Total  Males  Fenalea 

(1)  Deployable-going  on  REF  with  this  Co.  ___  ____ 

(2)  Deployable-going  on  REF  with  another  Co(K)  

(3)  Deployable-not  going  with  any  Co(H) 

(Include  standbys)  

(4)  Nondeployable  on  REF  (G)  

(5)  Total  Assigned  

Attached.  Filler,  etc..  Deploying  with 
this  Co, 

(6)  From  another  deployable  Co.(I)  


(7)  From  a nondeployable  Co.(J) 

(8)  Total  attached.  Filler,  etc. 


(9)  Total  Assigned,  Attached,  Filler,  etc. 

(5)+(8) 


E.  Reasons  for  Company  Personnel  Not  Going 
with  This  Co.  on  REF  77: 


(1)  Medical/dental  (family) 

(2)  Hedlcal/dental  (self) 

(3)  Pregnancy  (health) 

(4)  Pregnancy  (uniform) 

(5)  Compassionate  Reason 

(6)  ETS/PCS 

(7)  Fulfill  Enl/Reenl  Option 

(8)  Personnel  Action  Pending 

(9)  Bad  attitude 

(10)  Poor  attitude 

(11)  Other  (specify) 

SD  

Mission  Essential  

School  

TDY  


F,  Data  Collector: 


Deployable-not-go Ing 

Total  Nondeployable  with  this  company 

Males  Females  Males  Females 


I 

j 


I 


PT5167a 
REV  19-8-77 
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SGHXDOIB  1 

P.3 

►loyables-Wot  going  with  any  coapany 


Standb 


SC1IKUUI£  1 
p.4 


Date 

Day 
Co.  ■ 


i-ionth 


I.  Doployables  from  another  deployable  company,  but  going  with  this  company; 

N/^^E  HANK  SEX  henconc-  tr^r  roiiu:  vith  thir.  cor;pr.nv 


J.  Deployablea  from  a noadeployable  company,  but  going  with  this  company: 

NAME  RANK  SEX  Reasons  for  froii. vith  this  cc:,ir/nv 


K.  Doployables  from  this  company,  but  going  with  another  company: 

NAi'X  RANK  SEX  Company  coin-  vdth  - Reason 


PT  5167a 
added  19-8-77 


SCHEDULE  2 
REFORGER  77  ARI 

WORKSHEET  INDIVIDUAL  DEPLOYADILITY 


Date 


Day 


Month 


A.  Instl: 


B.  Bn: 


C.  Co: 


D.  Source  of  Info(Spccify)  : E:  Pit  Ldr: F:  Pit  SRt: 

G.  Nondeployable  Deployable,  not  going  Unsure  

Comment : 

H.  Sex:  I.  Rank:  

J.  PMOS: 


code 


title 


L.  DMOS: 


K.  SMOS:  

code 

M.  Auth.  TOE  MOS 


code  title 

N.  Actual  job  to  which  assigned: 

O.  Other  information 

1.  From  personnel  form: 


code 


title 


t itle 


2.  From  company  or  platoon  officer,  NCO  or  other:  Specify 


P.  If  this  soldier  were  not  kept  out  of  REFORGER  for  the  reasons 

we  have  just  talked  about,  how  much  would  you  like  the  soldier  to  go 
or  not  to  go  on  REFORGER  77?  Rate  your  choice  on  a scale  from  1 to  7. 

(1)  Would  do  almost  anything  to  prevent  him/her  from  going. 

(2)  Would  put  forth  effort  to  prevent  him/her  from  going. 

(3)  Would  prefer  he/she  did  not  go,  but  wouldn't  put  forth 

any  effort  to  prevent  him/her  from  going. 

(4)  No  opinion  Don't  care  at  all. 

(5)  Would  prefer  that  he/she  go,  but  wouldn't  put  forth  any 

--  effort  to  help  him/her  to  go. 

(6)  Would  put  forth  effort  to  help  him/her  to  go. 

(7)  Would  do  almost  anything  to  help  him/her  to  go. 


PT  5167b 
26  Aug  77 
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(over) 


SCHEDULE  2 


p.  2 


Q.  Appointment  for  interview: 

Date Hour  Place  

R.  Miscellaneous  data  about  this  soldier  which  is  related  to  REFORGER  77: 
Record  the  facts  that  may  come  to  your  attention  at  a later  date 
which  concern  the  utilization  of  female  soldiers  in  the  Army. 


PT  5167b 
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Date 


Month 


SCHEDULE  3 
REFORGER  77  - ARI 

ENLISTED  DEPLOYABILITY  INTERVIEW  SCHEDULE 


Day 


A. 

Instl: 

B.  Bn: 

D. 

Sex: 

(1) 

Male  (2)  Female 

E. 

Rank: 

E-1  E-2  E-3  E-4 

F. 

PMOS: 

G.  SMOS: 

code 

title  1 

H. 

DMOS: 

code 

title 

I. 

If  you 

1 are 

not  working  In  any  of  your  MOS 

E-5 


C.  Co: 


E-6 


E-7 


code 


title 


most  of  the  time? 


J. 

K. 

L. 


When  did  you  enter  the  Army?  Day 
When  did  you  come  to  this  Post?  Day 
When  did  you  come  to  this  Company?  Day 


M.  Are  you  "nondeployable?” 

Are  you  "deployable,  not  going?" 
Are  you  a standby? 


Yes 

Yes 

Yes 


Month 

Month 

Month 

No 

No 

No 


Year 

Year 

Year 


Don't  know 
Don't  know 
Don't  know 


N.  Why  wasn't  your  name  place  on  the  ramp  manifest  for  REFORGER? 

SPECIFY  OR  CW1MENT 


(1) 

Med leal /dental  (family) 

(2) 

Med leal /dental  (self) 

(3) 

Pregnancy  (health) 

(4) 

Pregnancy  (uniform) 

(5) 

Compassionate  reason 

(6) 

ETS/PCS 

(7) 

Fulfill  Enl/Reenl  Options 

(8) 

Personnel  Action  Pending 

(9) 

"Someone  said:  Bad  attitude*' 

(10) 

"Someone  said:  Poor  performance'^* 

(11) 

"Someone  doesn't  like  me" 

(12) 

Told  not  going;  no  reason  given 

(13) 

Needed  at  Riley  (guard  duty.  CQ.  etc.) 

(14) 

Other  (Specify:  e.e..  SD.  Mission  Essential.  School.  TDY) : 

PT  5167c 
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(over) 


SCHEDULE  3 - p.  2 


Apart  from  the  official  reasonCs)  for  not  going  on  REFORGER,  are 
there  other  personal  reasons  why  you  would  prefer  not  to  go  on 
REFORGER?  Yes  No 

If  "Yes",  why?  SPECIFY  OR  COMMENT 

(1)  Family  problem 

(2) 

Financial  problem 

(3) 

Lesal  problem 

(4) 

Part-time  1ob 

(5) 

Other  personal  relationships 

(6) 

Problems  with  personal  property 

(7) 

Doesn't  like  Army 

(8) 

Doesn't  like  REFORGER  77 

(9) 

Other  (Specify: 

If  the  official  reasonfs)  for  vour  not  eolna  did  not  exist,  how  much 
would  you  like  to  go  or  not  to  go  on  REFORGER?  Rate  your  choice  on  a 
scale  from  1 to  7. 

(1) 

Would  do  almost  anything  to  avoid  going. 

(2) 

Would  put  forth  effort  to  avoid  going. 

(3)  _ 

Would  prefer  not  to  go,  but  wouldn't  put 

forth  any  effort  to 

(4) 

<5)  _ 

avoid  going. 

No  opinion  - don't  care  at  all. 

Would  prefer  to  go,  but  wouldn't  put  forth  any  effort  to  try 

(6)  _ 
(7) 

to  go. 

Would  put  forth  effort  to  go. 

Would  do  almost  anything  to  go. 

Q.  If  you  would  prefer  to  go  on  REFORGER  77,  what  are  your  reasons? 


R.  Who  made  the  decision  about  your  not  going  on  REFORGER? 

(1)  First  Sgt  (3)  Don't  know 

(2)  Co  CO  (4)  Other  (Specify:  ) 

Comments:  


S.  In  your  opinion  who  Influenced  this  decision? 


(1) 

NCOIC 

(8) 

Bn  CO 

(2) 

Sqd  Ldr 

(9) 

Doctor 

(3) 

Pit  Sgt 

(10) 

IG 

(4) 

Pit  Ldr 

(11) 

AG 

(5) 

1st  Sgt 

(12) 

Chaplain 

(6) 

Co  CO 

(13) 

Don ' t know 

(7) 

Bn  Sgt  MaJ 

(14) 

Other  (Specify: 

Reasons  or  comments: 


I 
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SCHEDULE  3 - p.  3 


I 


[l 


(; 

i' 


■j 


k 

i 


T.  If  you  preferred  to  go,  did  you  try  to  have  the  decision  changed? 

Yes  No 

U.  (If  "No"):  Why  not?  


V.  (If  "Yes") : Whom  did  you  see  and  in  what  order?  What  was  their  sex? 
What  was  their  reaction:  affirmative  (1),  negative  (2),  or  other  (3)? 
What  did  they  say? 

Order/Person 

(1)  NCOIC 

(2)  Sqd  Ldr 

(3)  Pit  Sgt 

(4)  Pit  Ldr 

(5)  ISgt 

(6)  Co  CO 

(7)  Bn  Sgt  Maj 

(8)  Bn  CO 

(9)  Doctor 

(10)  IG 

(11)  AG 

(12)  Chaplain 

(13)  Other 

(Specify: 

W.  Do  you  think  the  decision  about  deployment  in  your  case  was  fair;  that 
is,  was  it  the  same  for  you  as  for  others  like  you? 

(1)  Yes  (2)  No  (3)  Don't  know 

Comments : 


X.  Do  you  think  that  decisions  about  sending  women  and  men  on  REFORGER 
were  made  on  the  same  basis? 

(1)  Yes  (2)  No  (3)  Don't  know 


Y.  (If  "No"):  What  differences  were  there? 


Z.  What  is  your  present  marital  status? 

(1)  Marrlod 

(2)  Engaged 

(3)  Legally  separated 

(4)  Never  been  married 

(5)  Divorced  or  marriage  annulled;  not  remarried 

(6)  Widowed 

Comments : 


Sex  React  Reasons/Results 


) 


AA.  How  many 

children  do 

you  have? 

(1) 

None 

(3) 

Two 

(2) 

One 

(4)  

Three  or  more 

PT  5167c 
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4.  Failure  to  perform  duties  adequately 

5.  Emotional  display 


6.  Indication  of  poor  morale 

7.  Requirement  for  medical  attention  (non-accident) 

8.  Accident  (Injury  and/or  equipment  damage) 

9.  Supervisory  failure  - discrimination  or  preferential  treatment 

10.  Supervisory  failure  - abusive  behavior 

11.  Other  (describe) 

Item  B - "Conditions" 


1. 

Adverse  weather 

5. 

Poor  leadership 

2. 

Poor  Illumination  (darkness) 

6. 

Inadequate  information 

3. 

Missing  or  Inoperable  equipment 

7. 

Very  high  .level  of  activity 

4. 

Adverse  Terrain 

8. 

No  adverse  conditions 

Item  C - 

"Presumed  Causes" 

1. 

Inadequate  training 

2. 

Stress  and  fatigue 

3. 

Illness 

4.  Personal  characteristics  - physical 

5.  Personal  characteristics  - other  (Immaturity,  bad  temper,  etc.) 

6.  Other  (describe) 

Item  D - "Information  Source" 


1. 

Direct 

personal  observation 

4. 

Official  reports 

2. 

Second 

hand  report  from  other  observer 

5. 

Unofficial  records 

3. 

Third 

hand  account 

6. 

Other  (describe) 
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REFORGER  77 
PROJECT  REF  WAC 
CRITICAL  INCIDENT  REPORT 
REF  WAC  OBSERVER 

1.  Unit  4.  Participants  (Enter  Number) 


2. 

Location 

M 

F 

3. 

DTG 

Officer 

Enlisted 

Supervisor 

Enlisted 

Soldier 

5.  Description  of  Incident; 


6.  Observers  Evaluation  of  Impact  of  Incident  on  Task  Accomplishment 
(including  morale) : 


7.  Incident  Classification  (Use  Codes  from  Reverse).  Record  as  many  as  apply: 

A.  Type  of  Incident  

B.  Conditions  

C.  Presumed  Causes  

D.  Information  Source  

8.  Conclusions: 


Observer : 

Name  Grade 

Observer; 


r 

I 


Interview  Schedule  for  NCO  Debriefing 
REF  MAC  77  QUESTIONS 


1.  In  Oermany  during  REFORGER  what  problems  got  in  the  way  of  obtaining 
all  the  data  asked  for  in  Schedule  4?  Describe  in  detail. 


2.  One  purpose  of  Schedule  4 was  to  obtain  valid  performance  ratings 
of  soldiers  over  a long  realistic  exercise.  What  suggestions  do, you 
have  for  Improvement  of  Schedule  4 to  accomplish  this  purpose. 


3.  Assume  that  there  will  be  REF  WAC  78.  Based  on  your  experience, 
how  would  you  Improve  the  selection,  training,  and  management  of 
DATA  COLLECTORS? 


4.  One  of  the  reasons  for  REF  WAC  77  was  to  compare  men  and  women 
on  time  lost  from  duty.  Do  the  data  you  collected  give  a true 
picture  of  this?  How  do  you  think  time  losses  can  be  accurately 
tracked? 


5.  Did  you  see  any  Instances  of  NCO's  or  Officers  giving  either 
preferential  or  discriminating  treatment  toward  women?  Describe 
any  such  Instances. 


6.  Did  you  see  any  reduction  in  the  mission-effectiveness  of  a unit 
because  of  the  inclusion  of  women  soldiers?  Describe  any  such  cases. 


I 
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Interview  Schedule  for  High  Performing  and  Low  Performing 

Female  Soldiers 


A.  ESSENTIAL  STANDARD  QUESTIONS 

1.  Can  you  think  of  anything  in  your  past  experiences,  that  af- 
fected how  well  or  how  poorly  you  did  during  field  exercises  in  REFORGER? 

2.  Can  you  think  of  any  kinds  of  past  experiences,  before  the 
Army,  which  you  did  not  have,  but  which  might  have  prepared  you  better? 

3.  Let's  talk  about  the  weather  - in  Germany  - during  REFORGER. 

How  was  it  for  you?  (Then,  in  terms  of  the  particular  response  she 
gives,  ask  how  she  feels  about: 

-adequacy  of  women's  clothing  issued  for  cold  weather-warmth? 
convenience?  etc. 

-advance  Instruction  about  what  to  bring  in  way  of  clothes. 

-comparison  between  women  and  men  in  coping  with  cold,  inclement 
weather,  etc.) 

4.  We  also  want  to  know  about  other  things  that  might  have  af- 
fected your  physical  comfort,  like  your  living  conditions,  working 
conditions,  health  ...  Somewhere  in  this  question,  find  out  whether 
interviewee  has  had  experience  in  using  outdoor  toilets  other  than  in 
the  Army,  circumstances,  consequences  ...  If  with  regard  to  any  of  the 
items  in  this  question  the  interviewee  raises  questions  or  problems, 
probe  to  find  how  (or  if)  this  woman  coped  with  her  problems;  and  if 
possible,  how  did  other  women  cope. 

5.  How  well  do  you  feel  you  did  your  job?  Compared  to  other 
women?  Compared  to  men  with  same  assignment,  MOS,  rank,  etc.? 


B.  SUPPLEMENTARY  ISSUES  FOR  INTERVIEWERS  TO  BE  ALERT  TO  AND  TO 

COMMENT  ON  WHERE  POSSIBLE 

1.  Authority /autonomy  dilemmas  and  their  solutions,  at  any  point 
in  this  soldier's  life. 

2.  Appreciation  (or  lack  of  appreciation)  for  a high  degree  of 
organization  in  order  to  get  the  job  done;  know-how  for  functioning  in 
a highly-organized  institution?  problems  in  fittlng-in  a tight  organ- 
ization? 

3.  Team  work  participation  or  indifference. 
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4.  Hard  work  ethos  or  what  Is  done  in  Its  absence,  through  avoid- 
ance, shanming,  etc. 

5.  Tolerances  - with  what  sort  of  frustration  can  you  not  put  up? 
(physical:  psychological).  And  did  any  of  these  occur  during  REFORGER? 

6.  Gender  privileges  and  handicaps  experienced  during  REFORGER  and 
at  any  time  in  life  of  this  soldier. 

7.  Coping  with  one's  problems  and  dissatisfactions;  e.g.,  skills, 
styles  of  coping. 


SELF-DESCRIPTION  INVENTORY 


1 


FORM  A 


Instructions ; 

The  following  statements  are  ones  that  people  can  use  to  describe 
themselves.  Read  each  statement  carefully  and  decide  whether  or  not 
the  statement  describes  you  personally.  If  you  think  the  statement 
does  describe  you,  circle  the  letter  "Y”  (for  "Yes").  If  you  think 
the  statement  does  not  describe  you,  circle  the  letter  "N"  (for  "No") . 
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T N 

Y N 
T N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y M 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y S 

Y N 

Y N 


1.  I haven't  done  much  canping. 

2.  I would  enjoy  narchlng  In  a parade. 

3.  I don't  like  having  soneone  tell  ae  what  to  do. 

4.  As  a child,  I had  regular  chores  to  do  around  the  house. 

5.  I wear  my  hair  longer  than  most  of  my  friends  do. 

6.  I played  at  least  one  team  sport  when  I was  In  school. 

7.  When  I do  no  feel  "up  to  par"  -'hyslcally,  I am  unable  to  do  any  kind  of  work. 

8.  When  I do  not  feel  "up  to  par"  physically,  I must  have  bedrest. 

9.  When  the  weather  is  cold  and  wet,  I get  sick  easily. 

10.  I do  not  enjoy  winter  sports  because  I get  too  cold  and  tired. 

11.  I am  able  to  get  through  a day  even  If  I have  had  very  little  sleep 
the  night  before. 

12.  I am  not  afraid  of  the  dark. 

13.  If  I am  away  from  my  family  for  a long  period  of  time,  I become  lonely  and 
unhappy. 

14.  I find  new  experiences  exciting. 

15.  I enjoy  meeting  new  people. 

16.  I enjoy  traveling  and  do  It  as  often  as  possible. 

17.  I wculd  never  travel  without  a companion. 

18.  New  areas  frighten  me,  because  I can't  find  my  way  around. 

19.  If  I work  during  the  day,  I am  too  tired  to  work  at  night. 

20.  Giving  Instructions/orders  to  other  people  makes  me  nervous. 

21.  When  I play  in  sport  activities,  I am  afraid  that  I will  get  hurt. 

22.  Skiing  would  frighten  me  because  I would  feel  out  of  control. 

23.  1 think  sky-diving  would  be  a wonderful,  exciting  experience. 

24.  I grew  up  In  a family  with  many  brothers. 

25.  I grew  up  In  a family  with  many  sisters. 


I 
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Y N 26>  ^ money,  I'd  get  my  hair  done  (go  to  the  beauty  shop/hairdresser) 

every  week. 

Y N 27.  I don't  think  I'd  enjoy  things  like  ice-skating  and  skiing. 

Y M 28.  I enjoy  outdoor  activities  such  as  hiking  and  camping. 

Y N 29.  When  a situation  starts  going  to  pieces,  I pitch  in  and  try  to  get  things 

straightened  out. 

Y N 30.  In  high  school,  I liked  math  and  science  subjects. 

Y N 31.  I find  it  very  hard  to  work  under  strict  rules  and  regulations. 

Y N 32.  I am  an  active,  energetic  sort  of  person. 

y N 33.  I have  worked  on  a farm  doing  outside  chores. 

Y N 34.  I know  how  to  drive  a truck  or  camper-van. 

Y N 35.  I can  shoot  and  clean  a gtin. 

Y N 36.  Before  I joined  the  Arnqr  I slept  outdoors  on  the  ground  or  in  a tent 

at  least  once. 

y N 37.  I attended  a summer  camp  while  growing  up. 

Y N 38.  I used  to  play  baseball,  basketball,  etc.  with  the  guys  when  I was 

growing  up. 

Y N 39.  I have  been  hunting  or  fishing. 

Y N 40.  I am  unhappy  if  I can't  take  a shower  every  time  I get  sweaty. 

Y N 41.  If  I get  cold,  I don't  care  about  my  job. 

Y N 42.  I always  finish  what  I start. 

Y N 43.  I enjoy  being  outdoors. 

Y N 44.  For  recreation,  I prefer  indoor  activities. 

Y N 45.  I never  take  the  lead  in  a group. 

Y N 46.  I have  always  been  in  good  physical  condition. 

Y N 47.  I ]lke  challenges. 

Y N 48.  I resent  being  given  orders. 

Y N 49.  My  friends  think  that  I am  conscientious. 

Y N 50.  I like  to  set  goals  and  meet  them. 

(GO  (W  TO  NEXT  PACE) 
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Y jl  51.  I an  not  a very  adventuresome  person. 

Y II  52.  I can  get  along  with  very  little  sleep. 

Y g 53.  I have  always  been  a good  organizer. 

Y N 54.  I don't  like  unexpected  events, 
y N 55.  I nake  friends  easily. 

y N 56.  If  I were  working  together  with  someone  who  was  willing  but  not  able 

to  do  his/her  share  of  our  assignment,  I'd  be  likely  to  take  over  an  extra 
share  of  the  burden. 

y N 37.  When  I do  a good  lob  I usually  get  the  promotion  or  praise  I deserve. 

y N 58.  I would  rather  have  a real  tough  assignment  than  sit  around  with 

nothing  to  do. 

y N 59.  As  a child  I was  required  to  do  regular  chores, 

y N 60.  I can't  stand  waiting  In  long  lines  for  things  that  I need, 

y N 61.  I don't  like  roughing  It  in  bad  weather. 

Y K 62.  I think  that  It  Is  sort  of  a challenge  to  get  out  In  the  woods  and 

and  to  have  jobs  and  experiences  that  I never  had  before. 

Y N 63.  When  I am  frustrated,  I ran  likely  to  burst  Into  tears, 

y N 64.  You  can't  expect  men  to  accept  women  as  supervisors. 

Y N 65.  Supervisors  should  recognize  that  wmen  aren't  "just  one  of  the  guys" 

when  they  give  out  dirty,  heavy  or  unpleasant  assignments. 

Y N 66.  If  women  received  the  dame  amount  of  physical  training  as  men  do, 

they  would  be  able  to  perform  about  as  well  in  most  jobs. 

Y N 67 . I have  usually  been  reasonably  happy  In  the  jobs  I had, 

Y N 68,  No  one  Is  going  to  get  away  with  giving  me  orders  without  explaining 

their  purpose. 


I^.r 
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When  new  methods  of  work  are  Introduced,  I am  eager  to  try  them  out. 
I don't  mind  getting  sweaty  and  dirty. 

I can  drive  a truck. 

Privacy  has  always  been  important  to  me. 

I am  more  of  a doer  than  a thinker. 

I have  a lot  of  athletic  ability. 

I don't  like  people  who  swear  and  curse  all  the  time. 

I have  gone  hiking  or  camping  many  times. 

I was  a superior  student  In  mathematics  when  I was  in  high 
school. 

Sometimes  1 get  upset  and  cry. 

I like  to  work  around  heavy  machinery. 

I have  spent  a lot  of  time  on  a farm. 

I like  men  as  close  friends. 

X feel  uncomfortable  at  night  In  the  woods. 

I get  chilled  easily  In  cold  weather. 

I feel  confident  that  I could  build  a good  campfire. 

I feel  uncomfortable  when  my  hair  gets  wet  or  dirty. 

1 like  to  go  camping. 

I like  to  go  hiking  and  backpacking. 

I don't  generally  wear  shoes  with  a high  heel. 

I get  mad  when  people  say  I am  not  able  to  do  something  I 
think  1 can  do. 

I feel  very  uncomfortable  if  I don't  have  dally  access  to  a warm 

✓ 

shower  or  bath. 

I can  Identify  at  lecst  5 different  kinds  of  trees. 

I easily  get  blisters  on  my  feet. 
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Y-  M 93.  I can  carry  a filled  knapsack  on  my  back  while  hiking  without 

having  the  knapsack  straps  hurt  me. 

Y N 94.  I am  generally  good  with  my  hands. 

Y N 95.  I am  good  with  tools. 

Y N 96.  I would  like  riding  In  a Jeep. 

Y N 97.  My  hands  and  feet  get  cold  easily. 

Y N 98.  I am  above  average  In  strength  for  my  sex. 

Y N 99.  I like  to  go  to  the  field. 

Y N 100.  1 like  to  eat  C-Ratlons. 

Y M 101.  I like  to  work  outside. 

Y N 102.  I like  to  go  to  the  field  even  In  cold  weather. 

I 

Y N 103.  I like  to  read  field  manuals. 

T N 104.  I like  to  put  up  tents. 

T N 105.  I don't  like  to  work  outside  my  MOS. 

Y N 106.  I don't  mind  working. 

Y N 107.  I like  to  work  with  other  people. 

Y N 108.  1 like  to  participate  In  sports. 

Y N 109.  I don't  mind  sleeping  on  the  ground. 

Y N 110.  Before  I Joined  the  Army,  I spent  summer  vacations  away  from  home. 

Y N 111.  At  home.  If  my  parents  were  away  I could  always  take  care  of  myself. 

Y N 11^2.  I like  to  be  In  work  situations  where  I'm  allowed  to  do  things  that 

I've  never  done  before. 

Y N 113.  In  school,  1 participated  in  more  than  the  average  number  of  clubs 

and  extra  curricular  activities. 

Y N 114.  I was  an  officer  In  some  of  the  high  school  clubs  I belonged  to. 

Y N 115.  I like  to  organize  groups  which  get  together  for  civic  activities 

(e.g.,  neighborhood  clean-up). 
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Y N 116.  I was  active  In  youth  groups  in  my  church  or  synagogue  when  I was  In 


it 


I 


school I I was  active  In  s'ome  religious,  ethical,  or  other  groups  concerned 
with  the  meaning  of  life. 

Y M 117.  I always  worked  to  get  elected  to  office  In  the  groups  where  I 

was  a member. 

Y N 118.  I generally  avoided  getting  Involved  in  the  nitty-gritty  of  the 

organizations  In  which  I was  a member. 

Y M 119.  I participate  In  and  like  outdoor  sports. 

Y N 120.  I have  been  a team  - member  In  competitive  sports. 

Y tl  121.  I like  recreation  which  challenges  me. 

Y N 122.  I have  done  mechanical  repairs  on  cars. 

Y N 123.  1 can  deal  with  most  of  the  usual  household  problems,  (rewire  a lamp, 

replace  washers  on  faucets,  etc.) 

Y N 12A.  When  1 have  free  time,  I like  to  spend  It  reading  or  listening  to  music. 

Y N 125.  1 like  to  gamble  In  card  games. 

T N 126.  I need  pushing  to  join  In. 

Y N 127.  I am  very  active  when  I'm  with  my  friends. 

Y N 128.  By  myself,  I often  have  trouble  finding  something  interesting  to  do. 

Y N 129.  I feel  very  shy  among  strangers. 

Y N 130.  I feel  that  I'm  a better  than  average  driver. 

Y N 131.  In  high  school,  1 avoided  extra  curricular  activities  like  clubs 

and  athletic  teams. 

Y N 132.  There  are  more  Important  things  in  life  than  becoming  a success. 

Y N 133.  I'm  uncomfortable  In  new  and  unfamiliar  situations. 

Y N 134.  I know  I'm  a good  and  worthwhile  person. 

Y N 135.  I'm  usually  satisfied  to  let  someone  else  take  the  lead  In  group 


activities. 
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Y N 136.  Compared  to  J;±da_il  grew  up  with,  I had  an  unhappy  childhood. 

Y {}  137.  If  aomeone  Is  wrong,  I say  so  even  If  It  means  an  argument. 

Y N 136*  1 enjoy  telling  other  people ^bout  my  accomplishments. 

Y N 139.  For  the  most  part  1 avoid  taking  risks,  even  if  the  outcome 

might  be  okay. 

Y N-  160.  Being  well-liked  Is  more  Important  than  being  successful. 

Y N 141.  On  a job,  I always  felt  sure  that  I could  do  anything  that 

my  boas  wanted  done. 

Y N 142.  I like  to  work  with  my  hands. 

Y N 143.  I would  enjoy  singing  In  a large  glee  club  or  chorus. 


4 
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144. 

Y N 

Y N 1^6. 

Y N 147. 

Y N 148. 

Y N 149. 

Y N 150. 

Y N 151. 

Y N 152. 

Y N 153. 

Y N 154. 

Y N 155. 

Y N 156. 

Y N 157. 

Y N 158. 

Y N 159. 

Y N 160. 

Y N 161. 

Y N 162. 

Y M 163. 

Y N 164. 

Y N 165. 

Y N 166. 

Y N 167. 

Y N 168. 


If  I don't  think  my  car  Is  repaired  correctly  1 refuse  to  take  It 
until  they  do  It  right. 

I'd  rather  drive  at  night  In  the  country  than  on  residential  streets 
during  the  day. 

I'd  like  to  climb  Mt.  Everest. 

While  I was  growing  up,  there  was  a boy  my  age  that  I was  very 
close  to. 

I usually  know  what  Is  wrong  with  my  car  when  I take  It  In  for 
repairs . 

I took  part  In  a lot  of  school  activities. 

I have  been  to  a summer  camp. 

I belonged  to  the  Girl  Scouts. 

I have  gone  hiking  In  the  woods. 

I used  to  have  a tree  house. 

I used  to  take  part  In  competitive  sports. 

Some  people  used  to  say  I was  a tomboy  when  I was  growing  up. 

I would  rather  wear  jeans  and  a sweatshirt  than  a dress  and  stockings 
I would  rather  keep  my  hair  short  than  long. 

I prefer  the  "natural  look"  to  lipstick  and  makeup. 

I would  rather  take  a bath  than  clean  a rifle. 

I just  have  to  wash  my  hair  at  least  twice  a week. 

I don't  particularly  like  the  Idea  of  carrying  a rifle. 

When  I have  a difficult  task  to  do,  I nearly  always  ask  for  help. 

I was  active  In  school  sports  activities. 

I worked  part-time  while  I was  In  high  school. 

I worked  my  way  through  school* 

I didn't  see  any  point  In  spending  time  on  a job  I didn't  like* 

I can  get  along  with  anybody. 

1 had  fired  a rifle  at  least  once  before  I came  in  the  Army. 


i 
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169.  I started  driving  a car  before  I was  16. 

170.  Being  a soldier  was  the  first  full-time  Job  I ever  had. 

171.  I like  to  travel  a lot. 
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fiEOnON  I 


In  this  section  you  are  to  show  whether  you  would  like  or  dislike  the 
following  kinds  of  work.  Consider  only  whether  you  would  like  to  do  what  you 
tlilhk  the  job  involves,  and  not  whether  you  would  be  good  at  it.  For  Section  I, 
if  you  circle  ^ you  will  be  saying  that  you  would  like  the  job;  If  you  circle 
D you  will  be  saying  that  you  would  dislike  the  job.  Circle  ^ only  when  you 
are  unable  to  decide  whether  you  would  like  or  dislike  the  job. 


L D I 
L D I 
L D I 
L D I 
L D I 
L D I 
L D I 
L D I 
L D 1 
L D-  I 
L D I 
L D I 
L D I 
L D I 
L D I 


1.  librarian 

2.  Explorer 

3.  Amphibious  tank  gunner 
It.  Factory  worker 

5.  Aviator 

6.  lypict 

7.  Telephone  switchboaord  operator 

8.  Demolition  specialist 
9-  Groceiy  clerk 

10.  Artillery  observer,  forward 

11.  Grocery  store  cashier 

12.  Rifleman 

13.  Chaplain's  assisteint 

14.  Supply  records  officer 

15.  Finance  clerk 


1 


1 


t 
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SECTION  II 


Each  question  In  this  section  consicts  of  tvo  descriptions.  You  qre  to 
decide  which  one  of  tlie  pair  (A  or  B)  is  more  descriptive  of  you  and  circle 
the  letter  (A  or  B)  which  corresoonds  to  the  answer  you  choose.  You  are 
to  choose  one  answer  out  of  eacli  pair. 


16.  Which  describes  you  better? 

a)  will  not  accept  discipline 
B)  gloos^ 

17.  Which  describes  you  better? 

a)  get  satisfaction  from  social  contacts 

b)  get  satisfaction  from  doing  a Job  well 

18.  Which  bothers  you  more? 

A)  sand 

£)  lightning 

19.  Which  describes  you  better? 

A)  inattentive 

B)  trust  no  one 

20.  Which  would  you  do  better? 

A)  keep  at  tedious  work  for  long  periods  of  time 

B)  entertain  relatives  I dislike 

21.  Which  describes  you  better? 

A)  "cocky" 

B)  always  losing  things 

22.  Which  describes  you  better? 

A)  find  it  hard  to  catch  on  to  new  ways  of  doing  things 

B)  bad  tempered 

25,  Which  would  you  like  better? 

a)  going  to  see  a mystery  movie 

b)  going  to  a boxing  match 

24.  Which  would  you  do  better? 

A)  hike 

b)  chop  wood 

25.  Which  describes  you  better? 

A)  friendly 

B)  cheerful 
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SECTION  III 


In  this  section,  you  are  to  decide  whether  or  not  each  statement 
describes  how  you  feel  or  what  you  think.  If  it  describes  you,  you  would 
answer  Yes  by  circling  Y on  your  answer  sheet.  If  it  does  not  describe 

vou.  YOU  would  answe  No’  bv  circlinR  on  your  answer  sheet. 


Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 


N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 

N 


26.  Nothing  gets  me  down  for  long. 

27.  Most  of  ny  friends  back  home  were  my  near  neighbors. 

26.  I like  people  who  assume  leadership. 

29.  I dread  the  thought  of  an  earthquake. 

30.  I would  like  to  share  a room  with  a person  who  seems  to  know 
a lot. 

31.  1 have  had  periods  of  days,  weeks,  or  months  when  I couldn't  take 

care  of  things  because  I couldn't  "get  going".  > 

32.  I think  nearly  anyone  would  tell  a lie  to  keep  out  of  trouble. 

35*  I would  report  a friend  who  stole  scane  money. 

3^.  I am  good  at  making  a cas^  fire. 

33<  I can't  take  orders  from  someone  I dislike. 

« 

36.  I 'm  a good  shot  with  a rifle  oh  shotgun. 

37 • I'm  slow  moving. 

38.  As  a kid,  I hung  around  with  a street-comer  gang. 

39*  I have  had  blank  spells  in  which  ay  activities  were  interrupted 
and  I did  not  know  what  was  going  on  around  me. 

*•0.  1 don't  think  about  what  I'm  doing  in  a tight  spot;  I Just  tiy 

to  get  out  as  soon  as  possible. 

4l.  I can  tell  one  kind  of  tree  from  another. 

*♦2.  I like  people  who  always  agree  with  you. 

43*  I am  pretty  rugged. 
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Circle  Y for  Yes,  This  Describes  Me 
Circle  ® Does  Wot  Describe  Me 


. Y 

N 

kk. 

I only  feel  at  home  in  a big  city. 

Y 

N 

I like  history. 

Y 

N 

k6. 

I frequently  get  in  a state  of  tension  and  txirmoil  vhen  thinking 
over  the  day's  happenings. 

Y 

;N 

*»7. 

Only  a fool  vould  ever  vote  to  Increase  his  own  taxes. 

Y 

•N 

k&. 

I am  happy  most  of  the  time. 

Y 

M 

k9. 

Ihe  more  a man  talks  the  better  I like  him. 

Y 

N 

50. 

Card  games  are  fun  only  if  there's  a little  money  involved. 

Y 

N 

51. 

I do  not  tire  quickly. 

Y 

N 

52. 

I have  few  or  no  pains. 

Y 

M 

53. 

£lplt>and-polish  doesn't  help  make  an  amy. 

Y 

N 

5*». 

I have  a guilty  conscience  if  I've  done  something  I know  is  wrong. 

Y 

N 

55. 

Most  any  time  I would  rather  sit  and  daydream  than  do  anything  else 

Y 

N 

56- 

When  someone  does  me  a wrong  I feel  I should  pay  him  back  if  I can, 
Just  for  the  principle  of  the  thing. 

Y 

N 

57. 

I drink  a large  amoxuit  of  water  every  day. 

Y 

N 

58. 

I vould  like  to  hunt  lions  in  Africa. 

Y 

N 

59. 

I need  somebody  to  tell  me  how  to  do  things. 

Y 

N 

6o. 

I am  bored  most  of  the  time. 

Y 

1 

61. 

I am  a natural  leader. 

Y 

Is 

62. 

Sometimes  I feel  as  if  1 must  injure  either  myself  or  semeone  else. 

Y 

M 

63. 

niere  seems  to  be  a fullness  in  my  head  or  nose  most  of  the  time. 

Y 

M 

64. 

I like  arithmetic. 

Y 

N 

65. 

I am  in  Just  as  good  physical  health  as  most  of  ray  friends. 

Y 

M 

66. 

I have  never  done  anything  dongerous  for  the  thrill  of  it. 
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Circle.  Y for  Yes,  This  Describes  Mo 
Circle  N for  Ho,  This  Does  Not  Describe  Me 


Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 

Y N 


67.  I seldom  moke  mistakes. 

68.  The  top  of  my  head  sometimes  feels  tender. 

69.  When  I take  a new  Job  I like  to  be  tipped  off  on  who  should  be 
gotten  next  to. 

70.  Once  a week  or  oftener  I become  very  excited. 

71.  I like  men  vho  talk  intelligently. 

72.  I am  a pretty  fast  thinker. 

73.  I usually  drive  myself  steadily  (I  do  not  work  by  fits  and  starts). 

74.  I get  "rattled"  easily. 

75.  I like  taking  responsibility. 


Y 


! 

! 


Y 


Y 


N 

N 

N 

N 

N 


Y N 


} Y N 

I Y N 

i 

Y N 


Y N 


76.  I believe  in  being  careful  to  understate  ny  powers,  leaving  people 
to  find  out  for  themselves  just  how  good  I really  am. 

77.  I would  like  to  be  a cashier  in  a bank. 

78.  I have  often  lost  out  on  things  because  I couldn't  make  up  ny  mind 
soon  enough. 

79.  When  in  a group  of  people  I usually  do  what  the  others  want 
rather  than  make  suggestions. 

80.  I like  being  pitted  against  another  as  in  a political  or  athletic 
race. 

81.  llie  thought  of  being  in  an  automobile  accident  is  very  frightening 
to  me. 

82.  I like  museums. 

83.  A windstorm  terrifies  me. 

84.  I like  National  Geographic  Magazine. 

85.  I have  sometimes  stayed  away  from  another  person  because  I 
feared  doing  or  saying  something  I might  regret  afterwards. 

66.  I like  travel  movies. 
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Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 

Y 


N 87. 
N 88. 

N 89. 
N 90. 

N 91* 

N 92. 

N 95- 

N <jh. 
N 95. 
N 96. 
N 97. 
W 98. 
N 99. 
N 100. 


Circle  y for  Yea,  Thle  Describes  Me 
Circle  N for  No,  This  Does  Not  Describe  Me 

It  bothers  me  vhon  something  mexpccted  interrupts  my  doily  routine. 

A crifflinal  is  not  really  responsible  for  his  evil  deeds  since  he 
himself  is  a product  of  so  many  unhappy  circumstances  over  which 
he  has  no  control. 

I like  energetic  people. 

I find  that  I have  to  avoid  exciting  situations  because  they 
fatigue  me  too  much. 

I would  like  to  be  a music  teacher. 

I keep  out  of  trouble  at  all  costs. 

I would  like  teaching  adults. 

I feel  weak  all  over  much  of  the  time. 

I feel  quite  at  home  in  the  woods  or  mountains. 

I am  surefooted  in  rough  country. 

I am  not  much  good  for  the  first  hour  after  I wake  up. 

I'm  light  on  my  feet. 

1 hate  to  see  a man  file  his  fingernails. 

I don't  believe  in  breaking  my  neck  working. 
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SECTION  IV 


For  each  question  in  this  section  tliere  are  five  words  or  phrases 
describing  people.  For  questions  101  through  107  you  are  to  pick  the  word 
or  phrase  that  describes  you  LEAST.  For  questions  108  through  125  you  are 
to  pick  the  word  or  phrase  that  describes  you  MOST.  Read  each  question 
carefully  to  see  which  you  are  asked  to  do.  : Circle-  OlfT  ONLY  ONE  LETTER 
PCR  EACH  QUESTION. 


101.  Which  describes  you  lEAST? 
a)  calm 

B)  critical 

C)  daredevil 

B)  look  on  all  sides  of  a 
question 

E)  quick  In  stride 


106.  Which  describes  you  LEAST? 
a)  callous 

B)  Jolly 

C)  never  on  timte 

D)  overenthusiastic 

E)  see  through  at  a glance 


I 102.  Which  describes  you  LEAST? 

I A)  booster 

B)  happy 

C)  look  on  all  sides  of  a 
question 

D)  quiet 

E)  well-bred 


103.  Which  describes  you  LEAST? 
a)  liberal  with  noney 

B)  look  on  all  sides  of  a 
question 

C)  religiously  exact 

D)  respectful 

E)  smooth  in  movements 


104.  IVhich  describes  you  LEAST? 

A)  quick 

B)  sincere 

C)  take  orders  without  question 

D)  thoughtful 

E)  well-bred 


105.  Which  describes  you  LEAST? 

A)  like  to  be  with  others 

B)  precise 

C)  retiring  in  a group 

D)  sarcastic 
e)  stingy 


107.  Which  describes  you  LEAST? 
a)  absent-minded 

B)  awkward 
- C)  never  forget 

D)  overtire  myself 

E)  serious -minded 

108.  Which  describes  you  MOST? 
a)  accept  discipline 

B)  argumentative 

C)  rarely  worry 

D)  rough  in  manner 

E)  sober-minded 


109.  Which  describes  you  MOST? 

A)  modest 

B)  patient 

C)  self-critical 

D)  smooth  in  movements 

E)  willful 


110  Which  describes  you  MOST? 

A)  happy-go-lucky 

B)  inactive 

C)  see  through  at  a glance 

D)  sulky 

E)  witty 


i 
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111.  Which  describes  you  MOST? 
a)  absent-minded 

B)  awkward 

C)  never  forget 

D)  overtire  myself 
e)  serious-minded 


112.  Which  describes  you  MOST? 
a)  absent-minded 

B)  accept  discipline 

C)  quiet 

D)  sunny  in  disposition 

E)  superstitious 


113 • Which  describes  you  MOST? 
a)  ambitious 

B)  booster 

C)  jolly 

D)  leader 

E)  rarely  voj'i-y 


ll4.  Which  describes  you  MOST? 
a)  behave  consistently 

B)  lack  sclf-confidence 

C)  not  submissive 

D)  pinch  pennies 

E)  qxiick  in  stride 


115.  Which  describes  you  MOST? 
a)  at  ease  in  a group 

B)  long  sviffering 

C)  openhanded  with  money 

D)  put  duty  before  pleasure 

E)  underestimate 

116.  Which  describes  you  WST? 
a)  inattentive 

B)  merry 
c)  pinch  pennies 

D)  relaxed 

E)  restless 
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117.  Which  describes  you  ISOST? 
a)  bossy 

B)  fret  at  delay 
C;  punctual 

D)  shy  with  everyone 

E)  well-bred 


118.  Which  describes  you  MOST? 

A)  accommodating 

B)  hl^  in  spirits 

C)  put  duty  before  pleasure 

D)  usually  composed 

E)  witty 


119.  Which  describes  you  ?40ST? 
a)  absent-minded 

B)  bashful 

C)  look  on  all  sides  of  a 
question 

D)  play  it  safe 

E)  stand  up  for  my  rights 


ISO.  Which  describes  you  ISOST? 

A)  attractive 

B)  carefree 

C)  friendly 

D)  levelheaded 

E)  matter-of-fact 


ISI.  Which  describes  you  ITOST? 
a)  accept  discipline 

B)  believe  in  luck 

C)  hard 

D)  sympathetic 
e)  tender 


122.  Which  describes  you  MOST? 
a)  lead  the  group 

B)  obedient 

C)  rash 

D)  shy  with  everyone 

£)  work  at  high  tension 


CO  ON  TO  THE  KE3CT  PAGE. 
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123.  V/hich  describes  you  MOST? 

A)  accept  discipline 

B)  carry  a rabbit -foot 
(or  other  lucky-piece) 

C)  consider  myself  lucky 

D)  entertaining 

E)  work  at  high  tension 


125.  Which  describes  you  MOST? 
a)  forceful 

B)  inconsistent  in  behavior 

C)  keep  in  background 
B)  modest 

E)  6X5>erstitious 


124.  Which  describes  you  MOST? 
a)  analyze  nyself 

B)  leader 

C)  lighthearted 

D)  take  orders  without 
question 

E)  well-bred 


SELF-RATINGS  OF  PERFORMANCE 


Last  September  you  spent  about  ten  days  In  the  field  as  part  of 
a REFORGER  exercise  in  Europe.  We  would  like  to  ask  you  some  questions 
about  the  various  jobs  you  were  given  to  do  on  this  exercise.  First, 
we  would  like  to  know  how  well  you  think  you  did  on  your  regular  job 
(whatever  that  was)  and  also  how  well  you  think  you  did  on  any  non-MOS 
assignments  (for  example,  guard  duty,  KP,  etc.)  that  you  had.  We'll 
start  with  the  regular  job  you  had  while  you  were  on  REFORGER. 

1.  First,  what  kind  of  work  did  you  do  on  REFORGER?  In  other  words, 
what  was  the  job  called,  and  what  did  it  require  you  to  do?  (Please 
write  your  answer  in  the  space  below) . 


2.  Second,  how  well  do  you  think  ydu  did  on  that  job  while  you  were  in 
the  field?  Read  the  statements  below  and  circle  the  number  that  best 
indicates  how  well  you  think  you  think  you  did.  (NOTE:  THIS  IS  A PRIVATE 
RATING,  TO  BE  USED  FOR  RESEARCH  PURPOSES  ONLY.  IT  WILL  NOT  GET  INTO 
YOUR  ARMY  RECORDS  IN  ANY  WAY) . 
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Self-Rating  of  Regular  Job  Performance  on  REFORGER  (Private) 


RATING  DESCRIPTION  OF  PERFORMANCE 


7 

I 

performed  all  tasks  In  a superior  manner;  equivalent  to  the  performance 
of  an  outstanding  soldier 

6 

I 

performed  most  tasks  In  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  performance  of  s<iperlor  soldier 

5 

I 

performed  some  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  performance  of  an  excellent  soldier 

4 

I 

performed  all  tasks  at  mlnlnum  standards;  equivalent  to  the  performance 
of  an  averae.e  soldier 

3 

1 

performed  most  Casks  at  minimum  standards;  some  casks  were  failed;  equivalent 
to  the  performance  of  a marginal  soldier 

2 

I 

■performed  a few  casks  at  minimum  standards  but  most  were  failed;  equivalent  to 
the  performance  of  an  unsatisfactory  soldier 

1 I 'per formed  all  tasks  In  an  Inferior  manner;  performance  so  poor  that  If  I 
always  performed  this  way  vou  would  question  my HOS  qualification 


i 


1 


3<  What  kind  of  non-MOS  duty  assignments  (for  example,  guard  daty,  KP,  etc.) 
did  you  have?  Please  %n:lte  your  answer  In  the  space  below. 


4.  How  well  do  you  think  you  did  on  these  assignments?  As  before,  read  the 
statements  and  circle  the  number  that  best  Indicated  how  well  you  think 
you  did. 


i 


Self-Rating  of  Hon-tTOS-Duty  Performance  (Private) 


rating  description  of  performance 


7, 

I performed  all  tasks  In  a superior  manner;  equivalent  to  the  perfornancc 

of  an  outstandinR  soldier  — __ — — 

6 

I performed  most  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
pniiiunlent  to  the  performance  of  superior  soldier ■ — 

5 

1 performed  some  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  performance  of  an  excellent  soldier_ 

4 

I performed  all  tasks  at  minimum  standards;  equivalent  to  the  performance 

of  an  aver.’.f.e  soldier  — — — — — 

3 

I performed  most  tasks  at  minimum  standards;  some  tasks  were  failed;  equivalent 
to  the  performance  of  a marginal  soldier  

2 

I performed  a few  tasks  at  minimum  standards  but  cost  were  failed;  equivalent  to 
the  performance  of  an  unsatisfactory  soldier  — — 

1 

I performed  all  tasks  In  an  inferior  manner;  performance  so  poor  that  If  i 

always  performed  this  way  you  would  Question  mv  Mns  qualification 
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RATING 


Opinion  of  How  Mv  Job  Performance  was  Rated  by  My  Supervisors  (Private) 
DESCRIPTION  OF  PERFORMANCE 


Per formed  all  tasks  In  a superior  manner;  equivalent  to  the  performance 
of  an  outstanding  soldier — 


Performed  most  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  peafornance  of  superior  soldier 

Performed  some  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  pcrforisance  of  an  excellent  soldier 


Performed  all  tasks  at  minimum  standards;  equivalent  to  the  performance 
of  an  average  soldier 


Performed  most  tasks  at  minlmua  standards;  some  tasks  were  failed;  equivalent 
to  the  perfomance  of  a marginal  soldier  - - 

Performed  a few  tasks  at  minimus  standards  but  most  were  failed;  equivalent  to 
the  performance  of  an  unsatisfactory  soldier 


Performed  all  casks  in  an  inferior  manner;  performance  so  poor  that  if  the  indl 
always  performed  this  way  you  would  question  his/her  liOS  qiialif ication 


6.  Do  you  happen  to  know  how  your  supervisor  rated  you  on  this? 

A)  Tea 

B)  No 
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I 

I 7.  What  about  your  non>HQS  aaslgnments  (guard  duty,  KP,  etc.).  How  do 

you  think  you  were  rated  on  these? 


5 

I 

5 


i 

i 
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Opinion  of  How  Hjr  Non  MOS-DuCy  Perfornance 


was  Rated  by  Supervisors  (Private) 


rating  description  of  performance 


7 Performed  all  tasks  in  a superior  manner;  et^ulvalent  to  the  performance 
of  an  outstanding  soldier  ' 

$ Performed  most  tasks  in  a superior  manner,  all  others  at  minimuD  standards; 
equivalent  to  the  performance  of  superior  soldier 

5 Performed  some  tasks  In  a superior  manner,  all  others  at  minimum  standards; 

equivalent  to  the  performance  of  an  excellent  soldier 

4 Performed  all  tasks  at  mlnlaum  standards;  equivalent  to  the  performance 
of  an  average  soldier 

3 Performed  most  tasks  at  mlnlmua  standards;  some  tasks  were  failed;  equivalent 

to  the  performance  of  a marginal  soldier 

2 Performed  a feu  tasks  at  minlmvsm  standards  but  most  were  failed;  equivalent  to 

the  performance  of  an  unsatisfactory  soldier 


Performed  all  tasks  in  an  inferior  manner;  performance  so  poor  that  If  the  indl- 
always  performed  this  way  vou  would  ouestion  his/her  tiOS  qualification 


8.  Do  you  happen  to  know  how  your  supervisors  rated  you  on  this? 

A)  Yes 

B)  No 


Nov  we'd  like  you'  to  Imagine  something.  Imagine  that  your  fellow 
soldiers  had  been  asked  to  rate  your  performance  during  REFORGER.  If 
they  had  been  asked  to  rate  your  performance  (honestly) , how  do  you  think 
they  would  have  rated  you?  We'll  start  with  regular  jobs. 

9.  your  fellow  soldiers  had  rated  your  regular  job  performance  during 
REFORGER,  what  rating  do  you  think  most  of  them  would  have  given  you? 
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Cu««8  »■  to  How  My  Fellow  Soldiers  Would  Have  Rated  My  Regular  Job  Performance 

(Private) 

fUmm  DESCRIPTION  OF  PERFORMANCE 

j Performed  all  tasks  In  a superior  manner;  equivalent  to  the  performance 

of  an  outstanding  soldier 

g formed  most  tasks  in  a superior  manner,  all  others  at  minimum  standards; 

equivalent  to  the  performance. of  superior  soldier 


5 Performed  some  tasks  in  a superior  manner,  all  others  at  minimum  standards; 
equivalent  to  the  performance  of  an  excellent  soldier  

4 Performed  all  tasks  at'  minimum  standards;  equivalent  to  the  performance 
of  an  average  soldier — — 

3 Performed  most  casks  at  minimum  standards;  some  tasks  were  failed;  equivalent 
to  the  performance  of  a marginal  soldier . 

2 Performed  a few  tasks  at  minimum  standards  but  most  were  failed;  equivalent  to 
the  performance  of  an  unsatisfactory  soldier — 

1 Performed  all  tasks  in  an  inferior  manner;  performance  so  poor  that  if  the  indl 
always  performed  this  way  you  would  question  his/her  MOS  qualification 
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10.  How  do  you  think  your  fellow  soldiers  would  have  rated  your  perfomance 
on  your  non-HOS-  duties? 


I 

i 
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Guess  as  to  How  My  Fellow  Soldiers  Would  Have  Rated  My  Non-MOS-Dutv  Pprfnrmanr-g 

(Prlvste) 


rating  description  of  performance 


7 Perforned  all  tasks  In  a superior  manner;  e<;ulvalent  to  the  performance 
of  an  outstanding  soldier ~ 

^ Perforned  most  tasks  in  a superior  manner,  all  others  at  minimuo  standards; 

equivalent  to  the  performance. of  superior  soldier 

Perfonred  some  tasks  in  a superior  manner,  all  others  at  niniieuia  standards; 
equivalent  to  the  performance  of  an  excellent  soldier 

A Performed  all  tasks  at  lainlauro  standards;  equivalent  to  the  performance 
of  an  average  soldier 

3 Performed  nost  tasks  at  minlniua  standards;  some  tasks  were  failed;  equivalent 
to  the  perfomance  of  a mary.inal  soldier 


Performed  a feu  tasks  at  minimum  standards  but  most  were  failed;  equivalent  to 
the  performance  of  an  unsatisfactory  soldier • 

Performed  all  tasks  in  an  inferior  manner;  performance  so  poor  that  if  the  indi 
always  performed  this  way  vou  would  Question  his/her  HOS  qualification 


1 


1 


11.  How  well  did  you  understand  the  job  you  were  assigned  on  REFORGER? 

A)  Well  enough 

B)  Not  so  well  as  I would  have  liked 

C)  Mot  well  at  all 

12.  Did  you  have  most  of  the  materials  or  equipment  you  needed  for  the  job? 
A>  Yes 

B)  No 

13.  Would  you  say  your  training  for  this  job  was  adequate,  or  would  you 
say  it  was  Inadequate? 

A)  Adequate 

B)  Inadequate 


This  is  the  end  of  the  questionnaire.  Thank  you  for  your  help. 
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WOMEN  IN  THE  ASM?  - REFORGER  77 
ARI  INSTRUCTIONS  FOR 

CHOOSING  A MATCHING  SAMPLE  OF  MALE  SOLDIERS  FOR  THE  FEMALE  SOLDIERS 

IN  EACH  COMPANY 

PURPOSE; 

The  Company  data-collector  sergeant  will  be  tasked  to  observe  REFORCER  77 

I and  collect  specified  information  such  as  loss  of  time  from  work,  reasons 

for  time  loss,  etc.  For  each  woman  soldier  categorized  "deployable-and-going" 
to  REFORGER,  the  data  collector  will  also  gather  similar  information  on  a 

! "matching"  man  soldier.  The  purpose  of  these  instructions  is  to  explain  the 

i 

I procedure  for  selecting  this  matching  group  of  male  soldiers.  This  selection 

will  occur  at  Ft.  Riley. 

I 

j DATA  SOURCE: 

\ The  preferred  data  source  is  the  file  of  Personnel  Data  Cards.  If  these 

j are  not  available,  then  turn  to  the  DA  Form  2-1.  If  these  are  not  available, 

i the  company  Personnel  Qualification  Report  will  have  to  be  used.  Using  the 

i 

! PQR  would  make  the  selection  process  more  complicated  and  would  require  some 

changes  in  the  selection  procedures  outlined  below;  in  this  case,  telephone 
I Dr.  Sophia  F.  McDowell  or  Dr.  Laurel  Oliver  - Autovon  284-8613. 

; CHARACTERISTICS  TO  BE  MATCHED: 

The  matching  male  group  should  be  as  similar  as  possible  to  the  deployable- 
and-going-on-REFORGER  women  in  the  characteristics  which  are  listed  below  in 
order  of  their  importance: 

II.  Pay  grade 

2.  Length  of  service  (->-  or  - 3 months) 

3.  PMOS 
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4.  DMOS,  same  as  woman's  PMOS 

5.  SMOS,  same  as  woman's  PMOS 


6.  Year  of  birth  (+  or  - 2 years) 

7 • GT  score 

PROCEDURE: 

Start  with  the  company  list  of  women  soldiers  who  are  "deployable-and- 
going  on  REFORGER  77."  Take  one  woman's  Personnel  Data  Card  (or  form  2 if 
necessary)  at  a time.  To  match  her  with  a male  who  is  also  "deployable-and- 
going  on  REFORGER  77"  take  the  following  steps: 

1.  Pull  the  data  cards  (or  forms)  for  all  males  with  the  same  pay  grade 
as  that  of  the  subject  EW. 

2.  From  this  pile  of  cards/forms,  pull  only  those  in  the  same  length-of~ 
service  (+  or  - 3 months).  Put  aside  remaining  cards. 

3.  Take  the  cards  of  those  within  the  same  length-of-service  range;  and 

pull  those  with  the  same  PMOS;  put  aside  the  remaining  cards. 

3a.  If  there  is  no  man  with  a matching  PMOS  in  the  pile  you  are  working 

with,  then  look  for  one  whose  ^MOS  is  the  same  as  the  woman's  PMOS. 

3b.  If  there  is  not  man  with  a DMOS  which  matches  the  woman's  Pttt)S,  then 

look  for  one  whose  ^MOS  matches  the  woman's  PMOS. 

3c.  If  there  is  still  no  man  with  an  MOS  match,  select  one  within  the  same 
career  joanageigent  field  as  the  woman’s  PMOS.. 

4^  When  you  have  matched  on  MOS  as  instructed  above  and  put  aside  the 
non-matching  cards,  take  the  last  matching  pile  and  pull  those  cards  within 
the  t>'o-ryear  DOB  range;  put  aside  all  remaining  cards. 

3.^  Take  those  within  the  same  DOB  range  and  pull  those  with  the  closest 
GT  score.  By  this  time  a selection  will  have  been  made.  Hold  out  the  matched 
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pair;  record  on  the  list  of  matching  deployables.  All  other  carda/foms  that 
have  been  put  aside  can  now  be  reassembled  in  the  alphabetical  file. 

6.  Select  the  next  woman's  card/form  aftd  repeat  the  matching  process. 

7.  Repeat  the  whole  process  again  until  a male  match  has  been  chosen  for 
each  woman  who  is  to  go  on  REFORGER  77. 

Example:  Sharon  Brown's  record  indicates  the  following: 

1.  Pay  grade:  E4 

2.  Length  of  service:  2 years,  7 months 

3.  PMOS:  95B 

4.  DOB:  2 June  1954 

5.  GT  Score:  114 

There  are  33  males  with  the  same  pay  grade;  of  these  33,  there  are  14 
with  the  same  length  of  service;  of  these  14,  there  may  be  10  with  the  same 
PMOS.  In  this  case  however,  there  might  be  no  men  whose  PMOS  matches;  but 
there  may  be  5 whose  DMOS  match  the  woman's  PMOS.  From  those  5 you  will  go 
on  to  DOB.  Or,  there  might  be  no  man  whose  DMOS  matches  the  woman's  PMOS, 
but  3 whose  SMOS  matches  the  woman's  PMOS.  From  these  3 you  will  go  on  to 
DOB,  and  select  the  one  whose  DOB  is  closest  to  hers.  From  this  final  group 
select  the  man  whose  GTS  is  most  similar.  This  is  your  matched  man!  If  at 
any  step  in  the  above  process,  you  cannot  f ini  an  exact  match  then  you  must 
select  a man  from  the  previous  step  who  appears  closest. 
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Autovon  284-8613;  or  address  your  branch  chief  in.vrltlng,  narking  the  com- 
munication ATTN:  Dr.  McDowell.)  If  there  are  problems  in  following  this 
procedure.  Dr.  McDox<rell  may  need  to  revise  it.  By  the  time  that  Dr.  McDowell 
arrives  at  Ft.  Riley  on  or  abut  August  15,  the  battalion  data  collectors 
should  have  the  matching  list  for  each  company  ready  for  her  review,  and  for 
use  by  the  company  data  collectors. 

IN  CASE  THE  MATCHING  MALE  DROPS  OUT 

For  various  unpredictable  reasons,  a male  who  has  been  carefully  selected 
as  the  matching  cohort  for  a woman  soldier  going  on  Reforger,  may  have  to 
drop  out  at  the  last  minute.  To  deal  with  this  situation,  an  alternate 
male  should  also  be  chosen  for  each  deployable-and-golng  female,  using  the 
same  instructions  as  were  given  for  the  original  male  cohort. 

IN  CASE  THE  DEPLOYABLE-AND-GOING  FEMALE  DROPS  OUT 

For  various  unpredictable  reasons,  a female  who  has  been  carefully 
selected  for  Reforger  77,  may  have  to  drop  out  at  the  last  minute.  To 
deal  with  this  situation,  stand-by  females  should  also  be  designated  as 
possible  deployables,  and  for  each  stand-by  female  a male  cohort  should 
be  chosen,  using  the  same  instructions  as  were  given  for  the  original 
male  cohort. 
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^ Table  B-1 

[ CROUP  EVENT  RATINGS  FOR  HIGH  STRESS  COMPANIES;^ 

i AVERAGES  FOR  MALE  AND  MIXED  GROUPS  BY  Tllffi  PERIOD  FOR  EACH  TYPE  OF  UNIT 


Type  of  Unit 

Beginning 

3 Days 

N Average 

N 

Middle 

3 Days 
Average 

N 

End 

4 Days 
Average 

Total 

N Average 

Maintenance 

Male 

5 

4.3 

3 

4.7 

1 

3.0 

9 

4.3 

Mix 

12 

5.3 

3 

5.3 

13 

5.3 

28 

5.3 

Tot 

17 

5.0 

6 

5.0 

14 

5.1 

37 

5.0 

Medical 

Male 

20 

4.9 

9 

5.4 

25 

5.0 

54 

5.0 

Mix 

10 

4.4 

2 

2.0 

12 

4.6 

24 

4.3 

Tot 

30 

4.7 

11 

4.8 

37 

4.9 

78 

4.8 

Mil  Police 

Male 

k 

5.0 

8 

4.5 

3 

4.2 

15 

4.6 

Mix 

13 

4.2 

10 

5.0 

3 

4.0 

26 

4.5 

Tot 

17 

4.4 

18 

4.8 

6 

4.1 

41 

4.5 

Signal 

Male 

3 

4.7 

4 

6.5 

5 

6.2 

12 

5.9 

Mix 

33 

4.2 

29 

7.1 

34 

6.0 

96 

5.7 

Tot 

36 

4.2 

33 

7.1 

39 

6.0 

108 

5.7 

Supply  & 

Male 

Trans. 

Mix 

Tot 

No  company 

met  high  stress 

criterion. 

All  Units 

Male 

32 

4.8 

24 

34 

5.1 

90 

5.0 

Mix 

68 

4.4 

44 

*>6.3 

62 

5.5 

174 

5.3 

Tot 

100 

4.5 

68 

5.9 

96 

5.3 

264 

5.2 

Note.  Averages  are  based  upon  adjusted  ratings  (perfomance  rating 
plus  conditions  score) . 

^ Companies  which  changed  location  during  FTX. 

Statistically  significant  at  5Z  level. 


Table  B-2 


GROUP  EVENT  RATINGS  FOR  LOW  STRESS  CC»lPANIESt» 


AVERAGES  FOR  MALE  AND  MIXED 

GROUPS 

BY  TIME 

PERIOD  FOR  EACH 

TYPE 

OF  UNIT 

Type  of  Unit 

Beginning 

3 Days 

N Average 

N 

Middle 

3 Days 
Average 

N 

End 

4 Days 
Average 

N 

Total 

Average 

Maintenance 

Male 

7 

4.1 

9 

5.4 

3 

4.7 

19 

4.8 

Mix 

35 

4.5 

33 

5.2 

56 

4.8 

lU 

4.8 

Tot 

42 

4.4 

42 

5.2 

59 

4.8 

143 

4.8 

Medical 

Male 

10 

4.5 

2 

5.0 

8 

4.8 

20 

4.7 

Mix 

38 

4.8 

11 

5.3 

49 

4.6 

98 

4.8 

Tot 

48 

4.8 

13 

5.2 

57 

4.6 

118 

4.8 

Mil  Police 

Male 

1 

4.0 

6 

5.8 

8 

5.9 

15 

5.7 

Mix 

11 

4.9 

5 

6.0 

21 

5.5 

37 

5.4 

Tot 

12 

4.8 

11 

5.9 

29 

5.6 

52 

5.5 

Signal 

Male 

9 

4.1 

2 

4.0 

1 

4.0 

12 

4.1 

Mix 

23 

4.2 

9 

3.7 

11 

3.7 

43 

4.0 

Tot 

32 

4.2 

11 

3.8 

12 

3.7 

55 

4.0 

Supply  & 

Male 

26 

4.8 

14 

4.5 

24 

4.8 

64 

4.7 

Trans . 

Mix 

52 

5.1 

31 

5.1 

41 

4.9 

124 

5.0 

Tot 

78 

5.0 

45 

4.9 

65 

4.9 

188 

4.9 

All  Units 

Hale 

53 

4.5 

33 

5.0 

44 

5.0 

130 

4.8 

Mix 

159 

4.7 

89 

5. 1 

178 

4.8 

426 

4.8 

Tot 

212 

4.7 

122 

5.0 

222 

4.8 

556 

4.8 

Note.  Averages  are  based  upon  adjusted  ratings  (performance  rating 
plus  conditions  score) . 

‘ Companies  which  did  not  change  location  during  FTX. 
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Table  B-3 

GROUP  EVENT  RATINGS  FOR  UNIQUE  TASKS 
AVERAGES  FOR  MALE  AND  MIXED  GROUPS  BY  TIME  PERIOD  AND  TYPE  OF  UNIT 


Type  of  Pre-I’TX  Bej>lnnlnf>  Middle  End  Total 

Unit  Group  N Avg  N Avg.  N Avg  N Avg  N Avg 


Maint 

Male 

0 

- 

8 

4.5 

5 

4.7 

4 . 

4.3 

17 

4.5 

Mix 

0 

•• 

15 

4.5 

12 

5.0 

19 

4.5 

46 

4.6 

Medical 

Male 

21 

5.2 

20 

4.8 

11 

5.4 

25 

5.4 

77 

5.2 

Mix 

24 

5.6 

29 

5.2 

9 

5.7 

44 

5.2 

106 

5.3 

Mil  Police 

Male 

2 

5.3 

2 

5.0 

7 

5.6 

7 

6.2 

18 

5.8 

Mix 

17 

5.5 

7 

4.8 

8 

5.6 

15 

5.4 

47 

5.4 

Signal 

Mai  e 

4 

5.8 

5 

5.2 

5 

6.0 

5 

6.2 

19 

5.8 

Mix 

25 

5.5' 

26 

4. 4 

20 

6.9 

37 

5.5 

108 

5.5 

Supply  & 

liale 

5 

3.4 

12 

4.8 

(4.0 

20 

4.7 

44 

4.5 

Trans 

Mix 

18 

4.2 

22 

5.0 

10  1 

(5.4 

27 

4.7 

77 

4.  7 

Total 

Male 

32 

5.0 

47 

4.8 

35 

(5.1 

61 

5.2 

175 

5.  1 

Mix 

84 

5.2 

99 

4.8 

59  *1 

(5.9 

142 

5.1 

384 

5.2 

Note.  Averages  are  based  upon  adjusted  ratings  (performance  rating 
plus  conditions  score) . 


MOS-related  tasks,  unique  to  type  of  unit 
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Table  B-4 

CROUP  EVENT  RATINGS  FOR  CCTOiON  TASKS 
AVratAGES  FOR  MALS  AMD  MIXED  GROJPS  BY  TIME  PERIOD  AMD  TYPE  OF  UMIT 


Type  of 

Unit 

Group 

Pre' 

N 

-FTX 

Avg 

Beginning 
N Avg 

Middle 

H Avg 

N 

End 

Avg 

Total 

N Avg 

Maint 

Male 

0 

4 

3.5 

7 

5.5 

0 

11 

4.8 

Mix 

1 

3.0 

32 

4.7 

24 

5.3 

50 

5.0 

107 

5.0 

Medical 

Male 

3 

3.5 

10 

4.7 

0 

8 

3.7 

21 

4.1 

Mix 

5 

4. 1 

19 

4.0 

4 

2.8 

17 

3.2 

45 

3.6 

Mil  Police 

Male 

0 

3 

4.7 

7 

4.4 

4 

4.1 

14 

4.4 

Mix 

10 

4.8 

17 

4.4 

7 

5.0 

9 

5.0 

43 

4.7 

Signal 

Male 

0 

7 

3.6 

1 

4.0 

1 

4.0 

9 

3.7 

Mix 

3 

5.3 

30 

4.0 

18 

5.8 

8 

4.8 

59 

4.7 

Supply  & 

Male 

0 

14 

4.8 

7 

5.0 

4 

5.3 

25 

4.9 

Trans 

Mix 

3 

5.3 

30 

5.1 

21 

5.0 

14 

5.4 

68 

5.1 

Total 

Male 

3 

3.5 

38 

4.4 

22 

4.9 

17 

4.2 

80 

4.5 

Mix 

22 

4.7 

128 

4.5 

74 

5.1 

98 

4.7 

322 

4.  7 

Note.  Averages  are  based  upon  adjusted  ratings  (performance  rating 
plus  conditions  score) . 

^ Sustenance  and  tactical  tasks  comnon  across  all  units 
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Table  B-5 


INDIVIDUAL  EVENT  RATISGS ; 

averages  of  hatched*  EM  AMD  EU,  SHOVIN  BY  TIME  PERIOD  AND  TYPE  OF  UNIT 


i 


Type  of 
PnlL 

Group 

Pre-FTX 

N Averase 

Beginning 

N Averaxe 

N 

Middle 

Averaae 

N 

End 

Average  N 

Total 

Averaae 

Maintenance  'EM 

1 

S.O 

26 

4.6 

13 

5.1 

26 

5.2 

66 

4.9 

EU 

5.0 

4.9 

5.5 

4.9 

5.0 

Medical 

EM 

9 

4.3 

17 

4.2 

2 

4.0 

25 

4.3 

53 

4.3 

EW 

4.7 

4.4 

4.0 

4.5 

4.5 

Military 

EM 

17 

6.0 

19 

5.6 

15 

5.0 

23 

5.2 

74 

5.4 

Police 

EW 

5.6 

5.4 

5.6 

5.7 

5.5 

Signal 

EM 

42 

5.C 

26 

4.8 

21 

5.9 

44 

5.0 

133 

5.1 

EW 

4.5 

4.4 

6.0 

5.0 

4.9 

Supply 

EM 

5 

5.0 

35 

5.5 

23 

6.3 

14 

6.1 

77 

5.8 

A Trans 

EW 

5.0 

5.7 

6.2 

6.2 

6.0 

Total 

EM 

74 

5.1 

123 

5.0 

74 

5.6 

132 

5.1 

403 

5.2 

EW 

4.8 

5.0 

5.8 

5.1 

5.2 

Mote.  Averages  are  based  upon  adjusted  ratings  (perfonaance  rating  plus  environment  score). 


* Each  observation  of  an 
same  time  period,  with 


EW  was  paired  with  an  observation  of  an  Qt  on  same  event, 
same  MOS  (if  possible),  and  by  same  rater.  - 


1 


Table  B-6 


INDIVIDUAL  EVENT  RATINGS  FOR  HIGH  STRESS  COMPANIES;^ 

AVERAGES  OF  MATCHED®  EM  AND  EW,  SHOWN  BY  TIME  PERIOD  /UiD  TYPE  OF  UNIT 


Type 
of  Unit 

Group 

Pre-FTX 

N Avg 

Beginning 

N Avg 

N 

Middle 

Avg 

N 

End 

Avg 

N 

Total 

Avg 

Maintenance 

EM 

1 

5.0 

9 

4.3 

2 

6.0 

11 

5.1 

23 

4.9 

EW 

1 

5.0 

9 

4.9 

2 

5.0 

11 

5.0 

23 

5.0 

Medical 

EM 

3 

4.7 

5 

5.0 

1 

3.0 

6 

4.9 

15 

4.7 

EW 

0 

0 

2 

6.0 

2 

4.0 

4 

5.3 

8 

5.1 

Military 

Police 

EM 

1 

6.0 

6 

6.0 

6 

4.7 

9 

4.9 

22 

5.2 

EW 

1 

5.0 

6 

4.4 

6 

4.8 

9 

5.2 

22 

4.9 

Signal 

EM 

21 

5.4 

16 

5.2 

20 

6.0 

27 

5.4 

84 

5.5 

EW 

21 

5.0 

16 

4.8 

20 

6.1 

27 

5.6 

84 

5.4 

Supply 
& Trans. 

EM 

EW 

No 

company 

met 

high  stress  criterion. 

Total 

QM 

26 

5.3 

36 

5.1 

29 

5.6 

53 

5.2 

144 

5.3 

EW 

23 

5.0 

33 

4.8 

30 

5.6 

51 

5.4 

137 

5.2 

Wote.  Averages  are  based  upon  adjusted  ratings  (performance  ratlna  plus 
environment  score) . 

a 

Companies  which  moved  location  during  FTX. 
b 

Each  observation  of  an  EW  was  paired  with  an  observation  of  an  EM  on  same  event, 
same  time  period,  with  same  MOS  (if  possible),  and  same  rater. 


t 


Table  B-7 


INDIVIDUAL  EVENT  RATINGS  FOR  LOW  STRESS  COMPANIES.-^ 

AVERAGES  OF  MATCHED®  EM  AND  EW,  SHOWN  BY  TIME  PERIOD  AND  TYPE  OF  UNIT 


Type 
of  Unit 

Group 

Pre- 

N 

-FTX 

Avg 

Beginning 

N Avg 

Middle 

N Avg 

N 

End 

Avg 

N 

Total 

Avg 

Maintenance 

EM 

0 

0 

17 

4.8 

11 

5.0 

15 

5.2 

43 

5.0 

EW 

0 

0 

17 

4.9 

11 

5.5 

15 

4.9 

43 

5.1 

Medical 

EM 

6 

4.2 

12 

3.9 

1 

5.0 

19 

4.2 

38 

4.1 

EW 

9 

4.7 

15 

4.2 

0 

0 

21 

4.4 

45 

4.4 

Military 

EM 

16 

5.9 

13 

5.4 

9 

5.2 

14 

5.4 

52 

5.5 

Police 

EW 

16 

5.6 

13 

5.8 

9 

6.1 

14 

6.0 

52 

5.8 

Signal 

EM 

21 

4.5 

10 

4.2 

1 

4.0 

17 

4.4 

49 

(4.4 

EW 

21 

4.0 

10 

3.7 

1 

2.0 

17 

4.1 

49 

(3.9 

Supply 

EM 

5 

5.0 

35 

5.5 

23 

6.2 

14 

6.1 

77 

5.8 

& Trans 

EW 

5 

5.0 

35 

5.7 

23 

6.2 

14 

6.2 

77 

5.9 

Total 

EM 

48 

5.0 

87 

5.0 

45 

5.6 

79 

5.0 

259 

5.1 

EW 

51 

4.7 

90 

5.1 

44 

5.9 

81 

5.0 

266 

5.1 

Note.  Averages  are  based  upon  adiusted  ratings  (performance  rating  plus 
environment  score). 

Companies  which  did  not  move  during  FTX. 
b 

Each  observation  of  an  EW  was  paired  with  an  observation  of  an  EM  on  same  event, 
same  time  period,  with  same  MOS  (if  possible),  and  same  rater. 

**  Statistically  significant  at  the  IX  level. 
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Table  B-8 


INDIVIDUAL  EVENT  RATINGS  FOR  CCTIMON  TASKS 


AVERAGES  OF  MATCHED^^  EM  AND  EW, 

SHOWN 

BY  TIME  PERIOD  AND 

TYPE 

OF  UNIT 

Type 
of  Unit 

Group 

Pre- 

N 

-FTX 

Avg 

Beginning 
N Avg 

Middle 

N Avg 

End 

N Avg 

Total 

N Avg 

Maint 

EM 

0 

19 

4.7 

13 

5.1 

16 

5.0 

48 

4.9 

EW 

0 

- 

19 

5.1 

13 

5.5 

16 

4.6 

48 

5.0 

Medical 

EM 

7 

4.6 

8 

4.8 

0 

19 

4.9 

34 

4.8 

EW 

7 

4.9 

8 

4.6 

0 

- 

19 

4.9 

34 

4.8 

Mil  Police 

EM 

17 

5.9 

11 

5.7 

10 

4.9 

17 

5.1 

55 

5.5 

EW 

17 

5.6 

11 

4.9 

10 

5.0 

17 

5.3 

55 

5.2 

Signal 

EM 

34 

4.9 

22 

4.8 

13 

6.4 

44 

5.1 

113 

5.1 

EW 

34 

4.4 

22 

4.5 

13 

6.3 

44 

5.0 

113 

4.8 

Supply  & 

EM 

0 

9 

4.9 

5 

6.1 

3 

6.5 

17 

5.5 

Trans 

EW 

0 

9 

5.7 

5 

6.2 

3 

6.5 

17 

6.0 

Total 

EM 

58  1 

* 1 

|5.2 

69 

4.9 

41 

5.6 

99 

5.1 

267 

5.1 

EW 

58  < 

[4.8 

69 

4.9 

41 

5.7 

99 

5.0 

267 

5.0 

Note.  Averages  are  based  upon  adjusted  ratings  (performance  rating  plus 
environment  score) . 

^ Sustenance  and  tactical  tasks  common  across  all  units. 

^ Each  observation  of  an  EW  was  paired  with  an  observation  of  an  EM, 
on  same  event,  same  time  period,  with  same  >H)S  (if  possible)  and  by 
same  rater. 

* 

Statistically  significant  at  the  5Z  level. 
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Table  B-9 


1 


I! 

I 

1 


'■i 

5 


AVERAGES  OF  MATCHED® 

EW,  SHOWN  BY  TIME  PERIOD  AND 

TYPE  OF  UNIT 

Type 
of  Unit 

Group 

Prc' 

N 

-FTX 

Avg 

Beginning 
N Avg 

Middle 

N Avg 

End 

N Avg 

Total 

H Avg 

Malnt 

EM 

1 

5.0 

7 

4.4 

0 

10 

5.5  . 

18 

5,1 

EW 

1 

5.0 

7 

4.4 

0 

— 

10 

5.5 

18 

5.1 

Medical 

EM 

2 

3.5 

9 

3.7 

2 

4.0 

6 

2.4 

19 

3.3 

EW 

2 

4.0 

9 

4.2 

2 

4.0 

6 

3.4 

19 

3.9 

Mil  Police  EM 

0 

_ 

8 

5.4 

5 

5.3 

6 

5.3 

19 

1 

EW 

0 

8 

6.1 

5 

6.7 

6 

6.6 

19 

(6.4 

EM 

8 

5.3 

4 

5.0 

8 

5.1 

0 

20 

5,2 

EW 

8 

5.1 

4 

4.0 

8 

5.3 

0 

20 

5.0 

Supply  & 

EM 

5 

5.0 

26 

5.7 

18 

6.3 

11 

6.0 

60 

5.9 

Trans 

EW 

5 

5.0 

26 

5.7 

18 

6.2 

11 

6.1 

60 

5.9 

Total 

EM 

16 

4.9 

54 

5.1 

33 

5.7 

33 

5.1 

136 

5.2 

EW 

16 

4.9 

54 

5.2 

33 

5.9 

33 

5.5 

136 

5.4 

Hote.  Averages  are  based  upon  adjusted  ratings  (performance  rating 
plus  environment  score) . 

^ HOS-related  tasks,  unique  to  type  of  unit. 

^ Each  observation  of  EW  was  paired  with  an  observation  of  an  EM, 
on  same  event,  same  time  period,  with  same  MOS  (If  possible),  and 
same  rater. 

* 

Statistically  significant  at  5Z  level. 
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Table  B-10 


INDIVIDUAL  EVENT  HAnNGS  GROUPED  BY  THE  TYPE  OF  MOS; 
AVERAGES  OF  MATCHED^  EM  AND  EW.  SHOWN  BY  TIME  PERIOD 


Type  of 

Pre-FTX 

Beginning 

Middle 

End 

Total 

MOS 

CrouD 

N 

Average  N 

Average 

Average 

N 

Average 

N 

Average 

Clerical 

EM 

3 

6.0 

2 

5.3 

1 

5.0 

3 

6.0 

9 

5.7 

(3  types  of 

EW 

3 

6.0 

2 

5.5 

1 

6.0 

3 

5.7 

9 

5.8 

units) 

Cook 

EM 

11 

4.9 

39 

5.3 

31 

5.8 

31 

5.0 

112 

5.3 

(S  types  of 

EW 

11 

4.9 

39 

5.4 

31 

5.9 

31 

5.5 

112 

5.5 

units) 

Supply 

EM 

2 

3.5 

30 

4.7 

12 

5.6 

8 

•5.6 

52 

*/5.0 

(3  types  of 

EW 

2 

3.5 

30 

5.2 

12 

6.1 

8 

5.4 

52 

\5.4 

units) 

Telecom 

EM 

7 

5.3 

9 

5.3 

11 

6.5 

19 

5.8 

46 

5.8 

(1  unit) 

EW 

7 

4.6 

9 

5.0 

11 

6.4 

19 

5.8 

46 

5.6 

Multchan 

(1  unit) 

EM 

25 

4.8 

13 

4.4 

1 

8.0 

24 

4.5 

63 

. /4.7 

EW 

25 

4.3 

13 

4.1 

1 

8.0 

24 

4.4 

63 

M4.3 

Radio  TT 

EM 

2 

4.0 

0 

1 

4.0 

1 

4.0 

4 

4.0 

(1  unit) 

EW 

2 

4.0 

0 

1 

4.0 

1 

4.0 

4 

4.0 

Truck  Dr 

EM 

0 

. 5 

5.2 

1 

5.0 

0 

6 

5.2 

<1  unit) 

EW 

0 

' 5 

5.0 

1 

5.0 

0 

6 

5.0 

Power  Eq. 

EM 

0 

2 

5.3 

2 

5.6 

3 

4.3 

7 

5.0 

(1  unit) 

EW 

0 

2 

4.3. 

2 

4.3 

3 

4.0 

7 

4.2 

Auto  Rep 

EM 

0 

3 

4.2 

3 

5.0 

4 

4.8 

10 

4.7 

(I  unit) 

rar 

0 

3 

4.9 

3 

5.4 

4 

4.8 

10 

5.0 

Field  Rad 

EM 

0 

3 

4.7 

1 

4.0 

5 

5.7 

9 

5.1 

(1  unit) 

EW 

0 

3 

4.7 

1 

5.0 

5 

4.9 

9 

4.8 

Med/Dnt 

EM 

7 

4.6 

6 

4.7 

0 

17 

4.8 

30 

4.7 

(1  unit) 

EW 

7 

4.9 

6 

4.3 

0 

17 

4.8 

30 

4.7 

MP  Med 

EM 

17 

5.9 

5 

5.2 

6 

4.3 

8 

5.2 

36 

5.4 

(1  unit) 

EW 

17 

5.6 

5 

5.2 

6 

4.7 

8 

5.6 

36 

5.4 

MP  Light 

EM 

0 

6 

6.2 

4 

5.6 

9 

5.1 

19 

5.6 

(1  unit) 

EW 

0 

6 

4.6 

4 

5.5 

9 

5.1 

19 

5.0 

Total 

EM 

7A 

5.1 

123 

5.0 

74 

5.6 

132 

5.1 

403 

5.2 

EW 

74 

4.8 

123 

5.0 

74 

5.8 

132 

5.1 

403 

5.2 

Bote.  Averages  are  based  upon  adjusted  ratings  (perfornance  rating  plus 
environment  score). 


Each  observation  of  an  EW  was  paired  with  an  observation  of  an  EM,  on  same  event, 
same  time  period,  with  same  MOS  (If  possible)  by  same  rater. 


* Statistically  significant  at  the  5Z  level. 
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Table  B-11 


INTERCORRELATIONS  OF  DAILY  PERFORMANCE  AND  INDIVIDUAL  EVENT  RATINGS 
ACROSS  TIME  PERIODS  FOR  MALES  ONLY 


(1) 

(2) 

(3) 

(4). 

(5) 

.(6) 

(1) 

Daily  Performance 
Beginning 

1.00 

.79** 

(186) 

.74** 

(183) 

.02 

(31) 

.41 

(20) 

.28 

(37) 

(2) 

Dally  Performance 
Middle 

1.00 

.87** 

(187) 

.01 

(30) 

.04 

(23) 

.09 

(37) 

(3) 

Dally  Performance 

End 

1.00 

.09 

(29) 

.02 

(22) 

.21 

(35) 

(A) 

Individual  Event 
Beginning 

1.00 

.47** 

(33) 

.56** 

(47) 

(5) 

Individual  Event 
Middle 

1.00 

.63** 

(38) 

(6) 

Individual  Event 

End 

1.00 

Note.  Number  of  cases  upon  which  correlation  coefficient  is  based  is  shown 
i in  parenthesis  below  coefficient. 

Iitit 

Statistically  significant  at  the  1%  level. 
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Table  B-12 


INTERCORRELATION  OF  DAILY  PERFORMANCE  AND  INDIVIDUAL  EVENT  RATINGS 
ACROSS  TIME  PERIODS  FOR  FQIALES  ONLY 


(1) 

(2) 

(3) 

(4) 

(5) 

(6) 

(1) 

Dally  Performance 
Beginning 

1.00 

.80** 

(174) 

.71** 

(174) 

.39** 

(67) 

.21 

(44) 

.24 

(66) 

(2) 

Dally  Performance 
Middle 

1.00 

.84** 

(174) 

.44** 

(65) 

.20 

(44) 

.25* 

(64) 

(3) 

Dally  Performance 

End 

1.00 

.36** 

(65) 

.15 

(42) 

.22 

(67) 

(4) 

Individual  Event 
Beginning 

1.00 

.52** 

(40) 

.58** 

(50) 

(5) 

Individual  Event 
Middle 

1.00 

.81** 

(40) 

(6) 

Individual  Event 

End 

1.00 

Note.  Number  of  cases  upon  which  correlation  coefficient  Is  based  is  shown 
in  parentheses  below  coefficient. 

* Statistically  significant  at  the  5Z  level. 

**  Statistically  significant  at  the  IZ  level. 


Table  B-13 

"HOW  WELL  DO  YOU  THINK  THE  ENLISTED  MEN/WOMEN  IN  YOUR  COMPANY 
WILL  DO/DID  THEIR  JOBS  DURING  REFORGER?" 

(In  Z) 


UNIT  DEFENSE  AND  HOUSEKEEPING  JOBS 


(PRETEST) (POSTTEST) 


How  well 

How  well 

How  well 

How  well 

men 

women 

men  women 

will  do 

will  do 

did 

did 

Response 

Alternatives 

OFF 

(N-130) 

NCO 

(N-426) 

OFF 

(N-122) 

NCO 

(N-385) 

OFF 

(N-147) 

NCO 

(N«487) 

OFF 

(N-135) 

NCO 

(N-429) 

Excellent /Good 

82 

78 

53 

50 

78 

77 

56 

47 

Fair 

16 

18 

30 

34 

18 

16 

28 

26 

Poor/Very  Poor 

2 

4 

17 

16 

3 

7 

16 

27 

OTHER  JOBS 


Response 

Alternatives 

(PRETEST) 

(POSTTEST) 

How  well 

men 

will  do 

How  well 

women 

will  do 

How  well 

men 

did 

How  well 

tfomen 

did 

OFF 

(N-130) 

NCO 

(N-425) 

OFF 

(N-121) 

NCO 

(N-380) 

OFF 

(N-149) 

NCO 

(N-491) 

OFF 

(N-139) 

NCO 

(N-429) 

Excellent/Good 

92 

81 

76 

61 

93 

83 

70 

50 

Fair 

8 

17 

19 

25 

7 

13 

22 

28 

Poor/Very  Poor 

0 

2 

5 

14 

0 

4 

8 

21 

HOW  WELL  DO  YOU  THINK  THE  ENLISTED  MEN/WOMEN  IN  YOUR 
"EVERYDAY  WORK  GROUP"  (EWG)  AND  YOU  YOURSELF 


Responses  of  those  who  chose  alternatives  other  than  "There  are  no  women  In  my  EWG"  and  "Don't  know' 


WORK  AVAILABILITY 


Table  B-16 


"DURING  THE  LAST  MONTH,  HOW  MANY 
TIMES  DID  YOU  GO  ON  SICK  CALL?" 


(in  X) 

PRETEST 

POSTTEST 

Response 

EM 

Btf 

EM 

EU 

Alternatives 

(N-1514) 

<N-19A) 

(N-1583) 

(N-209) 

Not  at  all 

69 

44 

76 

55 

Once 

16 

30 

15 

24 

Twice 

9 

17 

6 

12 

Three  or  more 

times  6 

9 

3 

8 

Table  B-17 

"WHO  GO  ON  SICK  CALL  MORE  OFTEN?"  (PRETEST) 

"WHO  WENT  ON  SICK  CALL  MORE  OFTEN  DURING  REFORGER  77?"  (POSTTEST) 

(IN  X) 


Response 

Alternatives 

PRETEST 

POSTTEST 

OFF 

(N=125) 

NCO 

(N-429) 

EM 

(N-1491) 

EW 

(N=188) 

OFF 

(N-131) 

NCO 

(N-457) 

EM 

(N-1439) 

EW 

(N-192) 

Enlisted  men 

19 

32 

23 

36 

13 

20 

13 

38 

Enlisted  women 

30 

27 

30 

17 

26 

26 

30 

10 

No  difference 

50 

41 

46 

47 

61 

54 

57 

53 

Table  B-18 
MOS  IN  REF  WAC  77: 

ASSESSMENT  OF  DIFFICULTY  FOR  AVERAGE  FEMALE 
BECAUSE  OF  PHYSICAL  REQUIREMENTS 


ARI 

Supplemental 

Questionnaire 

Test 

Directorate  Officer  NCO 


MOS 

•Title  Assessment 

N 

X 

X 

05C 

Radio  Teletype  Operator 

2 

12 

0 

50 

10 

05E 

Voice  Radio  Operator 

2 

15 

13 

39 

5 

05F 

Radio  Teletype  Operator  (Non- 
Morse) 

2 

20 

10 

57 

5 

26B 

Weapons  Support  Radio  Repair- 
man 

1 

11 

36 

18 

50 

26C 

Combat  Area  Surveillance 

Radar  Repairman 

1 

28 

32 

72 

26 

31B 

Field  Communications-Electronics 
Equipment  Repairman 

1 

27 

15 

63 

8 

31E 

Field  Radio  Repairman 

2 

44 

25 

95 

25 

31G 

Tactical  Communications  Chief 

1 

31J 

Teletypewriter  Repairman 

2 

56 

20 

145 

17 

31L 

Multichannel  Communications- 
Electronics  Repairman 

1 

16 

56 

23 

48 

31M 

Multichannel  Communications 
Equipment  Operator 

2 

12 

8 

50 

62 

31N 

Tactical  Circuit  Controller 

2 

12 

0 

50 

8 

31 S 

Field  General  Communications 
Security  Repairman 

2 

16 

19 

23 

22 

31T 

Field  Systems  Communications 
Security  Repairman 

2 

16 

13 

> 

30 

31U 

Tactical  Communications  Security 

] 

Maintenance  Supervisor 


Note.  N Total  number  of  respondents 

% » Checked  MOS  as  having  physical  problems  for  BW 
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Table  B-18  (cont'd) 


ARI 

Supplemental 

Questionnaire 


Test 

Directorate  Officer  NCO 


MOS 

Title 

Assessment 

N 

X 

N 

X 

31W 

Tactical  Electronics  Main- 
tenance Chief 

1 

34B 

Tabulating  Equipment  Repair- 
man 

1 

34G 

Fire  Control  Computer 

Repairman 

1 

24 

21 

55 

15 

34J 

Univac  System  Repairman 

11 

0 

50 

32 

35B 

Electronic  Instrument  Repairman 

1 

24 

0 

55 

11 

35D 

Meteorological  Equipment 
Repairman 

1 

35E 

Special  Electrical  Devices 
Repairman 

1 

34 

6 

78 

14 

35C 

Biomedical  Equipment  Repairman 

1 

13 

46 

15 

33 

36C 

Telephone  Installer/Lineman 

3 

12 

100 

50 

86 

36G 

Manual  Central  Office  Repairman 

2 

44 

5 

95 

8 

36K 

Tactical  Wire  Operations/Field 
Switchboard  Operator 

2 

91 

46 

192 

40 

41B 

Topographic  Instrument  Repair- 
man 

1 

7 

0 

23 

9 

41C 

Fire  Control  Instrument  Repair- 
man 

1 

24 

13 

77 

13 

41E 

Camera  Repairman 

1 

16 

0 

23 

9 

41J 

Office  Machine  Repairman 

1 

7 

0 

23 

9 

41K 

Reproduction  Equipment  Repair- 
man 

1 

42E 

Optical  Lab  Specialist 

1 

43N 

Fabric  Repairman 

1 

20 

15 

60 

13 

Table  B-18  (cont'd) 


ARI 


Supplemental 

QuestTdnnaIre 


Test 

Directorate  Officer  NCO 


MOS 

Title 

' Assessment 

N 

Z 

N 

y 

44B 

Metal  Worker 

2 

30 

60 

83 

52 

44E 

Machinist 

1 

30 

37 

83 

39 

45B 

Small  Arms  Repairman 

2 

24  . 

8 

77 

9 

45K 

Tank  Turret t Repairman 

2 

11 

45 

40 

48 

45L 

Artillery  Repairman 

2 

24 

63 

77 

51 

51A 

Construction/Utilities  Worker 

2 

5 

100 

18 

72 

51B 

Carpenter 

6 

67 

•6 

50 

51L 

Heating  and  Cooling  Specialist 

1 

24 

29 

77 

14 

52B 

Power  Generation  Equipment 
Operator/Mechanic 

2 

147 

56 

361 

51 

52C 

1 

Power  Pack  Specialist 

13 

54 

37 

41 

52D 

Power  Generation  Equipment  Mech 

2 

24 

38 

77 

27 

54D 

Chemical  Equipment  Repairman 

1 

24 

4 

77 

7 

54  E 

Chemical  Staff  Specialist 

1 

13 

8 

15 

20 

62B 

Engineer  Equipment  Repairman 

2 

30 

60 

83 

54 

62F 

Crane  Operator 

2 

17 

59 

46 

39 

62M 

Rough  Terrain  Forklift  & 

Loader  Operator 

2 

17 

53 

30 

60 

63B 

Wheeled  Vehicle  Mechanic 

2 

104 

75 

232 

68 

63C 

Track  Vehicle  Mechanic 

2 

38 

74 

li  ; 

73 

63F 

Recovery  Specialist 

2 

48 

79 

11  • 

67 

63G 

Fuel  & Electric  Systems  Repair- 
man 

1 

30 

17 

83 

15 

63H 

Automotive  Repairman 

2 

30 

60 

83 

52 

I 


1 
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Table  B-18  (cont’d) 


ARl 

Supplemental 

Questionnaire 

Test 

Directorate  Officer 


MOS 

Title 

N 

Z 

N 

7. 

63J 

Quartermaster  Light  Equipment/ 
Repairman 

2 

51 

24 

129 

27 

64C 

Motor  Transport  Operator/ 
Truckmaster 

2 

52 

42 

111 

33 

71B 

Clerk-Typist 

1 

114 

2 

260 

2 

71C 

Stenographer 

11 

0 

50 

0 

71D 

Legal  Clerk 

1 

24 

0 

65 

0 

71G 

Medical  Records  Clerk 

1 

18 

0 

30 

7 

71L 

Administrative  Specialist 

1 

30 

7 

72 

0 

71M 

Chaplain's  Assistant 

1 

19 

0 

57 

2 

71N 

Traffic  Management  Coordinator 

1 

11 

9 

15 

20 

71Q 

Information  Specialist 

1 

72C 

Central  Office  Swltcjvioard 
Operator 

2 

12 

0 

50 

6 

72E 

Telecomnunlcations  Center 
Specialist 

2 

42 

7 

86 

5 

74B 

Card  and  Tape  Writer 

1 

38 

0 

100 

1 

74D 

Computer/Hachlne  Operator 

11 

9 

50 

6 

7AF 

Program/ Analyst 

11 

0 

50 

2 

75B 

Unit  Clerk 

1 

139 

1 

320 

3 

75C 

Personnel  Management  Specialist 

11 

0 

50 

0 

75E 

Personnel -Actions  Specialist 

11 

0 

50 

0 

76D 

Materiel  Supplyman 

1 

119 

20 

253 

22 

76J 

Medical  Supplyman 

2 

13 

38 

15 

40 

76P 

Stock  Control  Supplyman 

1 

62 

16 

157 

18 

B-21 
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Table  B-18  (cont'd) 


Title 


Test 

Directorate 

Assessment 


ARI 

Supplemental 

Questionnaire 

Officer 
N % 


76V 

Storage  Supplyman 

1 

39 

■41 

96 

26 

76W 

Petroleum  Supply  Specialist 

2 

11 

45 

24 

50 

76X 

Subsistence  Supplyman 

2 

11 

36 

24 

38 

76i 

Unit  Supply/Armorer 

1 

139 

19 

320 

22 

81A 

General  Draftsman 

1 

8 

0 

7 

0 

81B 

Construction  Draftsman 

1 

1 

83F 

Offset  Pressman 

11 

0 

50 

4 

84B 

Still  Photographer 

1 

16 

0 

23 

4 

84C 

Motion  Picture  Photographer 

1 

16 

0 

23 

4 

84  G 

Photo  Lab  Specialist 

1 

16 

0 

23 

0 

91B 

Medical  Specialist 

2 

18 

33 

30 

27 

91C 

Clinical  Specialist 

1 

18 

0 

30 

13 

91D 

Operating  Room  Specialist 

1 

18 

6 

30 

27 

91E 

Dental  Specialist 

1 

18 

6 

30 

17 

91G 

Behavioral  Science  Specialist 

1 

18 

0 

30 

3 

91H 

Orthopedic  Specialist 

1 

13 

23 

15 

13 

91P 

X-ray  Specialist 

1 

11 

6 

30 

33 

91Q 

Pharmacy  Specialist 

1 

18 

0 

30 

7 

91S 

Preventive  Medicine  Specialist 

1 

13 

0 

15 

0 

92B 

Medical  Laboratory  Specialist 

1 

18 

0 

30 

10 

92C 

Petroleum  Laboratory  Specialist 

1 

19 

11 

31 

10 

94B 

Food  Service  Specialist 

1 

112 

10 

268 

9 

95B 

Military  Policeman 

2 

25 

40 

98 

44 

r 


I 

I 


Table  B-19 

NUMBER  OF  OFFICERS  AND  NCO'S  CHECKING  MOS  AS  PHYSICALLY  TOO  DEMANDING 

FOR  THE  AVERAGE  FEMALE 


MOS 

Military  Police 

1st  MP  CO  All  Other  MP  CO 
OFF  NCO  OFF  NCO 

TOTAL  N 

OFF  NCO 

TOTAL 

PERCENT 

OFF  NCO 

31B 

5 

11 

5 

11 

36Z 

23Z 

34J 

0 

16 

0 

16 

0 

32Z 

36K 

4 

17 

4 

17 

29Z 

35Z 

52B 

6 

34 

5 

17 

11 

51 

44Z 

52Z 

63B 

9 

27 

9 

27 

64Z 

56Z 

7 IB 

1 

0 

0 

0 

1 

0 

4Z 

0 

71C 

0 

0 

0 

0 

0 

0 

71D 

0 

0 

0 

0 

0 

0 

71L 

0 

0 

0 

0 

0 

0 

71M 

0 

1 

0 

1 

0 

2Z 

74B 

0 

0 

0 

0 

0 

0 

74D 

1 

3 

1 

3 

9% 

6Z 

7AF 

0 

L 

0 

1 

0 

2Z 

75B 

0 

1 

0 

0 

0 

1 

0 

IZ 

75C 

0 

0 

0 

0 

0 

0 

75E 

0 

0 

0 

0 

0 

0 

76D 

0 

11 

0 

11 

0 

23Z 

76P 

4 

14 

4 

14 

36Z 

28Z 

76Y 

6 

22 

2 

5 

8 

27 

32Z 

28Z 

83F 

0 

2 

0 

2 

0 

4Z 

94B 

3 

5 

0 

2 

3 

7 

12Z 

7Z 

95B 

8 

32 

2 

11 

10 

43 

40Z 

44Z 

TOTAL 

11 

50 

14 

48 

25 

98 

TOTAL 

BY 

COMPANY 


NUMBER  OF  OFFICERS  AND  NCO’S  CHECKING  MOS  AS  PHYSICALLY  TOO  DEMANDING 

FOR  THE  AVERAGE  FEMALE 
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Table  B-21 


1 


NUMBER  OF  OFFICERS  AND  NCO'S  CHECKING  MOS  AS  PHYSICALLY  TOO  DEMANDING 

FOR  THE  AVERAGE  FEMALE 


MOS 

Ist 

HQ  & A 

OFF  NCO 

Medical 

CO 

OFF 

Battalion 

C 

NCO 

TOTAL  N 

OFF  NCO 

TOTAL 
PERCENT 
OFF  NCO 

3IB 

4 

5 

4 

5 

31X 

33% 

35G 

6 

5 

6 

5 

46Z 

33% 

52B 

10 

14 

4 

14 

14 

28 

78% 

93% 

54E 

1 

3 

1 

3 

8% 

20% 

63B 

13 

14 

5 

15 

18 

29 

100% 

97% 

71B 

0 

0 

0 

0 

7 ID 

0 

0 

0 

0 

71G 

0 

1 

0 

1 

0 

2 

0 

7% 

75B 

0 

1 

0 

1 

0 

2 

0 

7% 

76D 

6 

9 

3 

8 

9 

17 

50% 

57% 

76J 

5 

6 

5 

6 

38% 

40% 

76Y 

5 

7 

2 

12 

7 

19 

39% 

63% 

91B 

3 

3 

3 

5 

6 

8 

33% 

27% 

91C 

0 

2 

2 

0 

4 

0 

13% 

91D 

0 

2 

1 

6 

1 

8 

6% 

27% 

91E 

I 

1 

0 

4 

1 

5 

6% 

17% 

91G 

0 

1 

0 

2 

0 

3 

0 

10% 

91H 

3 

2 

3 

2 

23% 

13% 

91P 

0 

3 

1 

7 

1 

10 

6% 

33% 

9 IQ 

0 

1 

0 

1 

0 

2 

0 

7% 

91S 

0 

0 

0 

0 

92B 

0 

1 

2 

0 

3 

0 

10% 

94B 

2 

2 

1 

4 

3 

6 

17% 

20% 

TOTAL 

13 

15 

5 

15 

18 

30 

TOTAL 

BY 

COMPANY 


13  15 
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Table  B-22 


NUMBER  OF  OFFICERS  AND  NCO'S  CHECKING  MOS  AS  PHYSICALLY  TOO  DEMANDING 

FOR  THE  AVERAGE  FEMALE 


MOS 

HQ  CO 

OFF  NCO 

CO 

OFF 

121sC  Signal  Battalion 

A CO  B CO 

MCO  OFF  NCO  OFF 

C 

NCO 

TOTAL  N 

OFF  NCO 

TOTAL 

PERCENT 

OFF  NCO 

05C 

0 

2 

0 

2. 

0 

1 

0 

5 

0 

lOZ 

05E 

0 

0 

0 

1 

0 

1 

0 

3Z 

05F 

0 

1 

0 

2 

0 

0 

0 

3 

0 

6Z 

31E 

7 

12 

7 

12 

AAX 

52Z 

31J 

8 

10 

0 

1 

0 

2 

0 

3 

8 

16 

29% 

22Z 

31L 

9 

11 

9 

11 

56Z 

A8Z 

31M 

0 

11 

0 

12 

1 

8 

1 

31 

8% 

62Z 

31N 

0 

3 

0 

1 

0 

0 

0 

A 

0 

8Z 

31S 

3 

5 

3 

5 

19X 

22Z 

31T 

2 

7 

2 

7 

13Z 

30Z 

36C 

2 

17 

5 

13 

5 

13 

12 

A3 

lOOZ 

86Z 

36G 

2 

5 

2 

5 

13Z 

22Z 

36K 

12 

13 

12 

13 

75Z 

57Z 

AIE 

0 

2 

0 

2 

0 

9% 

51A 

5 

13 

5 

13 

lOOZ 

72Z 

52B 

12 

13 

2 

lA 

5 

10 

2 

10 

21 

A7 

75Z 

6AZ 

72C 

0 

0 

0 

2 

0 

1 

0 

3 

0 

6Z 

72E 

2 

0 

0 

1 

0 

1 

0 

1 

2 

3 

7% 

AZ 

SAB 

0 

1 

0 

1 

0 

AZ 

SAC 

0 

1 

0 

1 

0 

AZ 

SAG 

0 

0 

0 

0 

0 

0 

TOTAL 

BY 

16 

23 

2 

17 

5 

18 

5 

15 

28 

73 

COMPANY 

t- 

i' 


Table  B-22 

NUMBER  OF  OFFICERS  AND  NCO’S  CHECKING  MOS  AS  PHYSICALLY  TOO  DEMANDING 

FOR  THE  AVERAGE  FEMALE 


121sC  Signal  Battalion 

TOTAL 


MOS 

HQ  CO 

OFF  NCO 

CO  A 
OFF 

NCO 

CO 

OFF 

B 

NCO 

CO 

OFF 

C 

NCO 

TOTAL 

OFF 

N 

NCO 

PERCENT 

OFF  NCO 

05C 

0 

2 

0 

2. 
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1 

0 

5 

0 

102 

05E 

0 

0 

0 

1 

0 

1 

0 

32 

05F 

0 

1 

0 

2 

0 

0 

0 

3 

0 

62 

31E 

7 

12 

7 

12 

442 

522 

31J 

8 

10 

0 

1 

0 

2 

0 

3 

8 

16 

292 

222 

31L 

9 

11 

9 

11 

562 

482 

31M 

0 

11 

0 

12 

1 

8 

1 

31 

82 

622 

31N 

0 

3 

0 

1 

0 

0 

0 

4 

0 

82 

31S 

3 

5 

3 

5 

192 

222 

31T 

2 

7 

2 

7 

132 

302 

36C 

2 

17 

5 

13 

5 

13 

12 

43 

1002 

862 

36G 

2 

5 

2 

5 

132 

222 

36K 

12 

13 

12 

13 

752 

572 

41E 

0 

2 

0 

2 

0 

92 

51A 

5 

13 

5 

13 

1002 

722 

52B 

12 

13 

2 

14 

5 

10 

2 

10 

21 

47 

752 

642 

72C 

0 

0 

0 

2 

0 

1 

0 

3 

0 

62 

72E 

2 

0 

0 

1 

0 

1 

0 

1 

2 

3 

72 

42 

84B 

0 

1 

0 

1 

0 

42 

84C 

0 

1 

0 

1 

0 

42 

84G 

0 

0 

0 

0 

0 

0 

TOTAL 

BY  16 

COMPANY 

23 

2 

17 

5 

18 

5 

15 

28 

73 
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Table  b-2S 

ASSIGWIENTS  TO  COMPANY  KION- 
l«t  maintemance  battalion 
124th  maintenance  COMPANY 


ASSUaoaMTS  to  company  MTOE: 

1st  MAINTENANCE  BATTALION 
S86th  and  22nd  MAINTENANCE  COMPANIES 


ASSIGNMENTS  TO  COfPANY  MTOE: 
701st  MAINTENANCE  BATTALION 
HEADQUARTERS  & LIGHT  COMPANY 
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ASSlCHMOrrS  to  company  KTOE: 

3rd  SUPPLY  A TRANSPORTATION  BATTALION 
B COMPANY 


u o L,  o 
c « 5 


2 M 


« M O 

u i tn  ■ o 

9 « 9 

U th  w 

U ^ 

s • s 

M »H  M _ 

a«A  I O 
rv  9 


8ff  " 


»H  o I o 

u v 


o 

CO  O 

ft)  e 

£ ft)  c 

w ft)  ft) 

o > .e 

A.  «> 

>s  ft) 

^ o 

>«  M 

W O ^ 

f*  c 

^04 


w cu  Ji 
O 'H  W 
O.  td  O 

o ^ 

U C >V 


ft)  b 

9 ft)  M 

W ft) 

(Q  CO 

> («  C 

9 

ft)  00 

J3  00  iH 

W ft)  (0 

■V  e M 

C 9 ft) 


**  • 

3 '3  M r) 
S|S!r 

I * 


’^.p'  ft)  iH 

> ft 
ft)  ft) 

9 pH  C 

« K s 

>>  m ft) 


» e .o 

^ tt  u 

o u ^ 

>*4  e 


> >v  a 

ii  pH  K 

ft)  pH  ft) 

41  « 

U ft) 
ft)  pH  9 

u 4i)  pH 

e » <0 

ft)  w > 

M 4> 

ft)  10  « 

W £ 


ft)  pH 

is  e M 

u O 


5U  ft)  o 

9 » M 

w b W *M 


m m M 

ft)  e 

S -8 

^ S ^ 

? 5 « 


U B W W W 

•H  4)  « «M  9 

? 5 « 13  I 

M ftS  pH  *9  XI 


? I 


Table  B-44 


VOR  'T'ASK  FAILURES  BECAUSE  OF  TOO  MANY 
WOMEN  IN  THE  UNIT,  CHECK: 

"WHICH  OF  THE  FOLLOWING  WERE  TRUE 
WITH  RESPECT  TO  THE  MOST  SERIOUS  FAILURE? 
(NUIfflER  OF  RESPONSES) 


I 


II 


POSTTEST 

ONLY 

Off* 

(N=  16) 

NCO* 

(N=  106) 

Task  unsuitable  for  women  because  too 
much  strength  required 

8 

47 

Task  unsuitable  for  women  for  reasons 
other  than  strength 

4 

40 

Women  not  appropriately  trained 

10 

32 

Supervisor  didn't  know  how  to 
supervise  women 

5 

19 

Men  and  women  didn't  work  well  together 

2 

16 

Other 

6 

13 

H 

F' 


May  check  more  than  one. 
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Table  B-45 


"IF  ENLISTED  WOMEN  WERE  ALLOWED  TO  GO  INTO  COMBAT,  WHAT  DO  YOU  THINK 
HOST  EM/MOST  EW/YOU  YOURSELF  WOULD  DO  ABOUT  GOING  INTO  COMBAT?" 


Officer  Responses 
(in  %) 


PRETEST 

POSTTEST 

Most 

Most 

Your- 

Most 

Most 

Your- 

Response 

EM 

£W 

self 

EM 

EW 

self 

Alternatives 

(N=129) 

N=126) 

®(N=133) 

(N=148) 

(N=139) 

®(N=149) 

Would  do  anything  to  get  to 

go 

2 

2 

20 

5 

1 

19 

Would  want  to  go,  but  wouldn't 
do  anything  to  get  to  go 

22 

10 

22 

17 

6 

17 

Wouldn' t care  one  way  or  the 
other 

6 

5 

9 

5 

6 

10 

Wouldn't  want  to  go,  but  wouldn't 
try  to  get  out  of  going 

64 

55 

47 

66 

51 

51 

Would  do  almost  anything  to  keep 
from  going 

6 

29 

3 

7 

36 

3 

' Officers  who  did  not  choose  the 

"There 

are  no 

women  in 

my  company 

" alternative. 
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Table  B-46 


"IF  ENLISTED  WOMEN  WERE  ALLOWED  TO  GO  INTO  COMBAT,  WHAT  DO  YOU  THINK 
MOST  EM/MOST  EW/YOU  YOURSELF  WOULD  DO  ABOUT  GOING  INTO  COMBAT"? 


NCO  Responses 
(in  %) 


PRETEST 

POSTTEST 

Response 

Alternatives 

Most 

EM 

(N=425) 

Most 

EW 

(N=408) 

Your- 

self 

®(N=434) 

Most 

EM 

(N=490) 

Most 

FU 

(N=460)® 

Your- 

self 

(N=495) 

Would  do  almost  anything  to 
get  to  go 

7 

5 

27 

7 

5 

21 

Would  want  to  go,  but  wouldn't 
do  anything  to  get  to  go 

20 

9 

21 

15 

7 

19 

Wouldn't  care  one  way  or  the 
other 

10 

4 

11 

12 

5 

14 

Wouldn't  want  to  go,  but  wouldn' 
try  to  get  out  of  going 

t 46 

34 

36 

48 

28 

41 

Would  do  almost  anything  to 
keep  from  going 

17 

49 

4 

18 

55 

6 

a 

NCO's  who  did  not  choose  the  "There  are  no  women  in  my  company"  alternative 
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Table  B-47 

"IF  ENLISTED  WOMEN  WERE  ALLOWED  TO  GO  INTO  COMBAT,  WHAT  DO  YOU  THINK 
MOST  EM/MOST  EW/YOU  YOURSELF  WOULD  DO  ABOUT  GOING  INTO  COMBAT?" 


EM  Responses 
(in%) 


PRETEST 

POSTTEST 

Response 

Alternatives 

Most 

EM 

(N=1487) 

Most 

EW 

(N=1338) 

Your- 

self 

®(N=1544) 

Most 

EM 

(N-1547) 

Most 

EW 

(N=1423).® 

Your- 

self 

(N=1582) 

Would  do  almost  anything  to 
get  to  go 

4 

5 

11 

5 

6 

12 

Would  want  to  go,  but  wouldn't 
do  anything  to  get  to  go 

14 

7 

16 

15 

8 

15 

Wouldn't  care  one  way  or  the 
other 

15 

7 

16 

18 

7 

18 

Wouldn't  want  to  go,  but  woul- 
dn't try  to  get  out  of  going 

43 

23 

40 

45 

18 

41 

Would  do  almost  anything  to 
keep  from  going 

24 

58 

16 

17 

61 

15 

EM  who  did  not  choose  the  "There  are  no  women  in  my  company"  alternative. 


Table  B-48 

"IF  ENLISTED  WOMEN  WERE  ALLOWED  TO  GO  INTO  COMBAT,  WHAT  DO  YOU  THINK 
MOST  FM/NOST  EW/YOU  YOURSELF  WOULD  DO  ABOUT  GOING  INTO  COMBAT?" 


EW  Responses 
(in  %) 


PRETEST 

POSTTEST 

Response 

Alternatives 

Most 

EM 

(N=189) 

Most 

EW 

(N=188) 

Your- 

self 

^(N=190) 

Most 

EM 

(N=207) 

Most 

EW 

(N=198) 

Your- 

self 

®(N=208) 

Would  do  almost  anything  to 
•'.e  t t o go 

4 

6 

3 

3 

4 

9 

Would  want  to  go,  but  wouldn't 
do  anything  to  get  to  go 

8 

6 

14 

11 

7 

9 

Wouldn't  care  one  way  or  the 
other 

8 

4 

6 

16 

12 

7 

Wouldn't  want  to  go,  but  woul- 
dn't try  to  get  out  of  going 

56 

34 

35 

41 

30 

36 

Would  do  almost  anything  to 

25 

49 

42 

29 

48 

39 

keep  from  going 


EW  who  did  not  choose  the  "There  are  no  women  in  my  company"  alternative 


Table  B-49 


1 

I 

I 


DO/DID  MALE  NCO'S  TREAT  MEN  AND  WOMEN 
DIFFERENTLY’/DIFFERENTLY  DURING 
REFORGER?” 

(IN  %)  < 


PRETEST POSTTEST 


Response 

Alternatives 

Off  KCO  EM  EW  Off  NCO  EM  EW 

(N=133) (N=439) (N-1511) (N=192) (N=146) (N=487) (N=1580) (N=206l 

Yes 

50 

53 

52 

58 

39 

40 

47 

43 

No 

39 

37 

30 

36 

49 

43 

28 

49 

Don't  know 

11 

10 

18 

5 

12 

17 

26 

8 



- 

— 

— 

. . 
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Table  B-50 

"HOW  DO/DID  MALE  NC0»8  TREAT  MEN 
AND  WOMEN  DIFFERENTLY?" 

(IN 


PRETEST POSTTEST 


Response 

o'ff 

NCO 

EM 

EW 

Off 

NCO 

EM 

EW 

Alternatives 

(N=75) (N-277) (N-896) (N-118) (N-67) (N-266^  fN-933^  rN-100^ 

More  privileges 

31 

48 

47 

16 

31 

50 

51 

16 

for  women 

Easier  jobs  for  women 

76 

70 

54 

31 

57 

58 

55 

30 

Help  on  job  for  women 

31 

29 

25 

16 

27 

24 

27 

12' 

More  attention  to  women' 

s 39 

42 

34 

18 

40 

45 

39 

15 

personal  problems 

More  obscene  language 

51 

27 

21 

23 

19 

19 

22 

21 

around  men 

Harsher  discipline 

* 25 

25 

19 

11 

13 

20 

23 

3 

for  men 

More  discipline  for  men 

32 

24 

20 

14 

13 

23 

23 

7 

Other 

17 

8 

9’ 

40 

21 

12 

12 

42 

Percentages  do  not  add  up  to 

100%  because  respondents 

could 

choose 

more 

than  one  alternative. 
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Table  B-51 

"DO /DID  MALE  OFFICERS  TREAT  MEN  AND 
WOMEN  DIFFERENTLY? /DIFFERENTLY  DURING 
REFORGER?" 

(IN  %) 


PRETEST POSTTEST 

Response  Off  NCO  EM  EW  Off  NCO  EM  EW 

Alternatives (N°133) (N°437) (N=1510) (N=193) (N=°147) (N°487) (N=1577) (N=209) 


Yes 

44 

37 

37 

30 

30 

35 

38 

25 

No 

50 

44 

35 

52 

63 

44 

28 

63 

Don't  know 

6 

20 

28 

18 

8 

21 

34 

12 

Table  B-52 


"HOW  DO /DID  MALE  OFFICERS  TREAT  MEN 
AND  WOMEN  DIFFERENTLY?" 

(IN  %)* 


PRETEST POSTTEST 


Response  Off  NCO  EM  EW  Off  NCO  EM  EW 

Alternatives (N-60)  (N=174)  (N=661)  (N=58)  (N=44)  (N=208)  (N»784)  (N“63) 


More  privileges  for  women 

32 

44 

46 

16 

40 

54 

51 

21 

Easier  jobs  for  women 

55 

71 

48 

22 

60 

57 

48 

21 

Help  on  job  for  women 

23 

29 

23 

10 

21 

25 

28 

19 

More  attention  to  women's 

47 

47 

36 

29 

42 

46 

40 

18 

personal  problems 

More  obscenelanguage 

38 

21 

17 

17 

21 

19 

19 

8 

around  men 

Harsher  discipline 

23 

24 

20 

9 

10 

19 

25 

5 

for  men 

More  discipline 

28 

25 

21 

12 

17 

21 

23 

5 

for  men 

Other 

17 

9 

7 

34 

10 

12 

8 

35 

^ Percentages  do  not  add  up  to  100%  because  respondents  could  choose  more 
than  one  alternative. 


B-  57 


